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FEDERAL EMPLOYMENT OF SPANISH-SPEAKING 
AMERICANS 

MONDAY, MAY 6,  1974 

HOUSE OF KEPRESENTATIVES, 

CrVIL RiGUTS AXD CoNSTITmONAL RlGHTS SUBCOJIMITTEE 
OF THE COMMITTEE OX TIIE JUDICIARY, 

Washington, D.G. 
The subcommittee met, pursuant to notice, at 10:05 a.m., in room 

2226, Rayburn House Office Building, Plon. Don. Edwards [chainnan 
of the subcommittee] presiding. 

Present: Representatives Edwards, Drinan, and McClorA". 
Also pres<>nt: Alan A. Parker, counsel; Linda Chavez, staff analyst; 

and Michael W. Blommer, associate counsel. 
Mr. EDWARDS. Tlie committee will come to order. The Civil Rights 

and (Constitutional Rights Subcommittee of the House Committee on 
the Judiciary meets tills morning to hear testimony on an issue of 
si)ec.ial impoi-tance to this Nation's 12 million Spiunsh-spciiking i)pr- 
sons. In its continuing ovei-sight of equal opportunity in Federal em- 
ployment, the sulxonunittee today looks at the problems which Span- 
i.sh-speaking Americans have encountered in obtaining jobs in the 
Fedeial Government. 

Two years ago. we examined the Federal employment problems of 
the Spanish siw«king and concluded tliat. despite a great deal of pub- 
licity to the contrary. Spanish-speaking persons have not made signif- 
icant gains in Federal employment in the pei-iod intn to 1072. The 
subcommittee issued a unanimous bipaitisan rejiort of its findings and 
made a series of recommendations at that time. We will attempt to 
determine during the course of this series of hearinirs. whether, in fact, 
any progress has been made in solving the Federal employment prob- 
lems of the Spanish si)eaking. The most re<'ent employment statistics, 
•which will be presented by the Civil Service Commission this morning, 
indicate that .Spanish-speaking i)ersons have still a long way to go 
before they achieve full equal employment opportmiity in the Federal 
Government. 

We have with us now, Mr. Irving Kator, Assistant Executive Direc- 
tor of the T'.S. Civil Service Commission, accompanied by ^Ir. Iliginio 
Costales. director of the Federal Spanish-speaking program. Botli ^fr. 
Kator and Mr. Costales testified before the snbconnuittee in ^farch 
1972. At that time, Mr. Costales had just recently been appointed Ifi- 
point program director. Tlie Ki-point progrram was initiated by Presi- 
dent Xixon in Xovember 1970 to address the Federal employment needs 
of .Spaiiish-suniamed Americans. 

We look forward to your testimony, gentlemen. You may proceed. 

(1) 



2 

TESTIMONY OF IRVING KATOE, ASSISTANT EXECUTIVE DIREC- 
TOR, U.S. CIVIL SERVICE COMMISSION, ACCOMPANIED BY 
HIGINIO COSTALES, DIRECTOR, FEDERAL SPANISH-SPEAKING 
PROGRAM 

Mr. KATOR. Thank you, Mr. Chairman. 
I appreciate the opportimity to appear before your subcommitt-e« 

to testify on the Federal employment situation of Spanisli-spcaking 
Americans. As yon indicated, Mr. Higinio Costnlse is here with me. 
He is director of the Federal Government's Spanish-speaking pro- 
gram, and has primary responsibility for providing leadership to 
Fedpi-al agencies in carrying out the President's program of equal 
opportunity for tiie Spanish speaking. 

^fr. Costales liad just coine to the Civil Service Commission at the 
time tliat we testified before this subcommittee in in7-2. and has been 
a tremendous assistance to us in making progress on tlie Spanish- 
speaking program. 

Mr. Chairman, it is just over 2 years since wc testified on the 
status of the Spanisli-spcaking program before this subcommittee. 
I would like to take this opportunity, therefore, to provide a brief 
upd.'ite on the major progi'am activities undertaken since tliat time. 
At the time of our previous testimony, the Equal Opportunity Act 
of 1072 was on the verge of euactmpnt and was enacted ^larch 24, 
1072. This gave us new autliority and additional funds to strengthen 
our total Equal Employment Opportunity effort, including tlie Span- 
ish-speaking progrn.>7i.. 

To take stock of ])rogress made on the .Sj^anish-speaking procram 
since its inception in November 1070. the Civil Service Conmiissiou 
during 1072 undertook a comprehensive studv to evaluate the effec- 
tiveness of Federal agency efforts in tliis area. We made onsite reviews 
at agency headquarters and at field installations throughout the 
Nation. 

The study showed many positive actions and accomplishments but 
it was clear from the study that the overall effort needed to be sti-ength- 
ened to achieve T>rogi'am objectives. A need for n^ore affirmative lead- 
ei"ship and guidance from headquarters to field installations was 
disclnped as well as a need for equal employment oppoi-tunity action 
plans to include specific items relating to the employment of the 
Spanish-speaking. 

As a residt of these and other findings, the Commission issued an 
insti'uction to Federal agencies on January 23, 107.3. that is. Federal 
Personnel Manual Letter 71-3-18, to inform them of the findings of 
the study and to direct them to take specific actions to overcome the 
prorrram deficiencies which had been identified. 

"Mr. FnwATjns. Do you have a copv of that letter, Mr. Kator, Manual 
r>etter7l.3-18? 

^fr. KATOR. Yes: we do. 
ATr. EnwARos. Would you provide it for the record? 
Mr. KATOR. I would be delighted to do so. 
]\fr. EnwARDS. Without obiection. it will be included. 
[FPM Letter No. 713-18 follows:] 



FEDKKAL PEBSONNEL MANUAI. STBTEM LETTER 

U.S. CIVIL SERVICE COMMISSION, 
Waahinyton, D.V., January 2J, 1973. 

FPM letter No. 713-18. 
Subject: Equal Employuieut Opportunity—Implementing the Spanish-Spealclng 

Program. 

HEADS  OP  DEPABTME^TS  AND  INDEPENDENT ESTABLISHMENTS 

1. On November 5, 1970, President Xixou committed the Federal Government 
as ;i responsible employer to a Sixteen-Poiut Program to assure equal oppor- 
tunities in Federal employment for Spanlsh-suruamed Americans. Attachment 
1 to tills Letter is a copy of the original White llouse press release announcing the 
program. This effort is a part of the Federal Governments etjual employment op- 
portunity program. 

To evaluate the effectiveness of agency effort.s in implementing the program, 
the Civil Service Commission undertook a special study to assess overall progress 
at agency headquarters level and at the installation level. Findings of the study 
are based on narrative reports and on a series of on-site evaluation reviews con- 
ducted by the Commission at 77 Federal field installations throughout the 
nation. 

2. Purpose 
The purpose of this letter is to let you know the findings of the study and to 

inform you of the specific actions that should be taken in iiui)lemeutin.;< the Six- 
teen-Point Program to overcome the program deficiencies identified. Tlie agency 
action steps listed below should be reviewed and considered in the light of each 
agency's Sixtcen-Point Program accomiilishments and each should be iiioperly 
reflected In tlie agency's aflSrmative Equal Employment Opportunity Plan of 
Action. 

3. General Summary 
Th'' rovirw of acpncy efforts sliowed many positive actions and Ihat solid 

accomplishments had been achieved, but that overall efforts need to be further 
strengthened in order to achieve the nationwide program objectives. Demon- 
strated commitment to the program in all agencies is essential and strong leader- 
ship from the headqimrters level needs to be reflected by specific guidance issued 
to subordinate units. This will result in increased efforts in field installations. 
These findings emphasize that we must view this effort with the same sense of 
urgency that prevailed at the inception of the program. Within this context, we 
must a.s.sign high priority to the Pre^ident's Sixteen-Point Program and com- 
municate this sense of urgency to field managers in a timely and specific manner. 
Field managers must recognize that their personal involvement in assuring eijual 
opportunities for the Spanish-surnamed is essential for effective implementation 
of the program. 

.}. Appointment of Spanish-Speakitir; Program Coordinators 
To a.ssure that the Sixteen-Point Program is fully implemented as an integral 

part of the agency's overall Federal Ei|ual Employment Opportunity Program, 
each agency should appoint a Coordinator for the Sixteen-Point Program on the 
sfafT of the Director of Equal Employment Opi)ortiinity. Tlie Coordinator may 
serve in this capacity on either a full-time or part-time basi.s, dejiending on the 
size and needs of the agency. Normally, we would expect departments and large 
independent agencies to estalilish a full-time position for this purpose. Smaller 
agencies may designate Coordinators on a part-time basis and these part-time 
Coordinators should al.so be responsible to the Director of Equal Employment 
Opportunity insofar as their Sixteen-Point Program activities are concerned. 
Agencies should also determine needs for program coordination at field oflices 
or installations located in or near Spanish-speaking poimlatinn centers, and 
designate full-time or part-time Sixteen-Point Program Coordinators to work 
with Equal Employment Opportunity Officers. Attachment 2 to this Letter de- 
scribes the role of the Sixteen-Point Program Coordinator. 

The Coordinator should serve as the principal statT advi.sor and focal point for 
program direction. He .should advise the Director of Equal Employment Oppor- 
tunity or the Equal Employment Opportunity Officer on the special concerns of 
the Spanish-speaking and ensure that specific actions are taken to provide equal 
opportunity for the Spanish-speaking in connection with programs of recrnit- 
ment, training, promotion, upward mobility, etc. 



5. Agency Action Steps 
Immediate steps should be taken by headquarters offices to follow up on local 

implementation of the Spanish-Si)eaking Program and to identify problems and 
direct necessary action. Our studies suggest that particular attention should be 
focused in those geographical areas where sizalile concentration of iSpanisli- 
surnamed Americans would appear to represent a relatively untapped recruit- 
ment source for tJie kiuds of skills and abilities needed in Federal installations. 
This should be given specific consideration as agencies develop recruitment plans 
In the future. At the same time, implementation of the program should be iu- 
ten.sifled on a nationwide basi.s. 

To avoid communication breakdowns which have apparently occurred at in- 
termediate or regional levels, agencies must assure themselves that regional and 
Intermediate level officials are aware of their responsibililies for providing guid- 
ance on the Spani.sh-Speaking Program and for evaluating progress at the Held 
installations. 

6. Agencies should continue to review traditional staffing and recruitment 
practices to identify and correct those which may act as artitieial barriers iu 
providing equitable opi>ortunities to all ])er»ons, including Si>tinish-surnanie<l ap- 
plicants. As part of its overall Et^O resiionsibility, each agency .should make a 
critical review of agency employment practices with particular attention given to 
assuring that (1) positions that can be reengineered to trainee levels are not 
being filled at the journeyman level; (2) work experience is given adequate 
consideration in job qualification requirements and that formal educatiim is 
not being overemiihasized; (3) persons witli knowledge of the Spanish language 
are being recruited to fill positions requiring sudi kiiowle<lge; and (4) recruit- 
ment and referral practices are designed to tap Si)anish-surnamcd resources at 
local levels where significant numbers of Spanish-speaking citizens are con- 
centrated. 

7. The flexibilities of special entr.v programs such as the Veterans Readjust- 
ment Appointment Authority should lie reeniphasized to assure that they are 
fully understood and used in opening avenues to Federal employment. In many 
instances, the failure to establish entry level positions has precluded effective 
use of Veterans Readjustment Appointments. In other instances, failure to con- 
tact all veteran sources and inform them of the VRA authority has resulted in 
limited progress in this area. Agencies should take whatever si)ecial steps are 
necessary to assure that the returning Spani.sh-speaking as well as other veterans 
are informed of employment opportunities available under this authority. 

8. Agencies should make s\ire that their use of the Cooperative Education 
Program includes consideration of college student.^ from all groups. Agreements 
with universities that have significant Spanish-sijeakiug student enrollmeuts as 
well as other universities should be considered. 

9. Agency efpial employment opix>rtunity action i)lans at all levels should in- 
clude action items that reflect full applicability of the action plans to the Si.xteeu 
Point Program. Numerical goals and timetables are recommended where they 
will contribute to the resolutions of eqmil employment o|)portuiiity problems. CSC 
Bulletin 713-25 on the new requirements for action plans inider the KEO Act of 
1972 cites examples of the kinds of items applicable to the Sjanish .speaking. 

10. Agency recruitment practices should be reviewed to assure that recruit- 
ment teams, as appropriate, include members who are Spanish-s{>eaking and 
have knowledge of the Spanish-surnamed recruiting sources. Agency headquar- 
ters offices should instruct their field installations on the projH'r use of .selective 
factors in requesting certification of eligibles for positions involving contact 
with Spanish-speaking citizens. l'roi)er docinnentation of nee<l was identified 
in our special study us an area requiring further improvement. 

11. To avoid misunderstanding, agencies should review their supervisory and 
management training i)rograms to assure that the .'^ixfeen-Point Program is not 
viewed as a separate e<|ual employment opiiortunity program, but as a sjiecial 
emphasis effort within the context of n total KEO program to assure all citizens 
equality of opportunity without regard to race, color, religion, sex, or national 
origin. 

12. So that we may share current information on tlie program with your agency, 
please send us the name and mailing address of the person(s) yon designat<» as 
the Coordinator for the program at the headquarters level. Please send this Infor- 
mation to Mr. Higinio Costales. Director. Office of Spanish-Speaking Program, 
Civil Service Commission, Room 7H10, 1900 E Street, X\V.. Washington, D.O. 
20415. 

BERN.\Rn ROSEN, 
E.eccutive Director. 

Attachments. 



ATTACHMENT 1 

OFFICE OF THE WHITE HOUSE PRESS SECKETART. 
November 5,1970. 

The President today announced the initiation by the Civil Service Commission 
of a sixteen-point program to assist SpanLsh-spealcing American citizens who are 
interested in joining Federal civilian service. 

This program is a follow-up to the statement the President made in his .Tnly 30 
press conference in I/Os Angeles welcoming intereste<i and qualilled Spanish-, 
spealciug jwrsons who have an interest in Federal employment. 

The sixteen steps whi<-h Civil Service Commission Chairman Robert E. 
Hampton will begin immetliately to undertalce are as follows: 

1. Appoint a fuIWime official in the Ci\il Service Cx)mmisslon who will provide 
advice and assistance on matters relating to Si)anisli-surnamed popnlation to 
assure full application of tlie EKO program in all Federal agencies to this group. 

2. Begin an intensilietl drive to recruit Spanish-surnamed persons, psirticularly 
for identified public contact positions, in areas of heavy Si)anish-si>enl<ing poi)n- 
lati<m, including the Soutliwestern states and in Cliicago, Detroit, and New Yorli, 
and certain other major metropolitan areas. 

3. Use specialized recruitment terms, to include Spanish-speaking persons, 
for college recruitment, particularly at colleges with heavy Spanish-siteaking 
enrollments. 

4. Begin work immediately with OEO. DHEAV, HUD. liabor to find ways to en- 
hance opportunities at nil levels for Spnnish-snruamed Americans in programs 
dealing with the Spanish-speaking population as well as in other programs and 
in key occupations. 

5. Step up recruitmeiit for Cooperative Education Program at colleges with 
significant numbers of Spanish-speaking students to iiermit entry from FSEE 
registers without necessity of written examination. 

l>. Emphasize to Federal ngeiicieH availability of selective placement on bi- 
lingual basis so S()anish-speaking jiersons may be reached for apiwiintment to 
positions dealing with the Spanish-surnamed popnlation. 

7. Hold an EEO conference of Federal managers and equal opportunity offi- 
cials in the Southwest designed to assure e<iiml opportunity for Spanish-speaking 
persons in employment and upward mobility in Federal agencies. 

8. Develop plans for Federal agencies under CSC area oflSce leadership to work 
with high schools in Spanish-sf)eaking areas to make known job opimrtunities 
in the Federal Government and to coimsel and to encourage students to stay 
in school. 

9. Hire for summer employment in Federal agencies high school and college 
teachers from schools .serving Spanish-speaking students to give them under- 
standing of the Federal  Gi)vernment which  tliey can relate to students. 

10. Make si>ecial effort to inform Spanish-surnamed veterans of availabilit.v 
of non-competitive appointments for Vietnam Area A'eterans including GS-o 
level. 

11. Require Federal agencies to review their EEO action plans and minority 
employment figures and make any neces.sary revisions to assure the full ap- 
plicability of the plans to Spanish-surnamed population. 

12. Review with agencies staffing of EEO program to make stire that there 
is understanding in the program of the .special prolilems of the Spanish-speaking. 

13. Provide additional training programs on EEO and pcr-sonnel manage- 
ment for Federal managers in areas of Spanish-si)eaking population. 

14. With the Department of Labor, explore the feasibility of establishing an 
Intergovernmental Training Facility for upward mobility and .skills training for 
Federal, state and local careers in the Southwest, probably in San Antonio. 

1,"). Collect necessary data and broaden analysis of minority statistics to bring 
out spt-cial information relating to employment and upward mobility of Span- 
ish-surnamed i)ersons in the Federal Government. 

1(1. Require EEO reports from agencies to reflect special information on 
Spanish-8urname<l persons and include in the C:SC agenda for EEO evalua- 
tion questions dire<'ted at i)articular problems relating to employment and 
upward mobility of Spanish-surnamed persons. 



ATTACHMENT 2 

THE BOLE OF THE SIXTEEN POINT PBOQBAM COORDINATOR 

(Coordinator for Spanish-Speuking Program) 

There is only one Equal Employment Opportunity Program applicable to all 
citizens. Within this program, necessary steps must be taken to assure that 
Spaiiish-surnamed Americans have a full and fair opportunity to compete with 
their fellow Americans for employment and advancement In the Federal service. 

The primary role of the Coordinator should be to serve as the focal point within 
the agency for Implementation of the Sixteen Point Program. In this role, the 
Sixteen Point Program Coordinator should advise agency management and the 
Director of Equal Employment Opportunity on the special employment concerns 
of the Spanish-speaking citizens and on the necessary actions required to effec- 
tively accomplish the goals of the Sixteen Point Program. To assure continuity 
and coordination of the total equal employment opportunity effort, the Sixteen 
Point Program Coordinator should be responsible to the Director of Equal Em- 
ployment Opportunity at the agency headquarters level, or the Equal Employ- 
ment Opportunity Officer at subordinate agency levels, in so far as the Sixteen 
Point Program activities are concerned. 

Specific activities which will permit the Coordinator to meet his or her re- 
sponsibilities are the following: 

(1) Provide effective leadership and guidance to agency managers and super- 
visors on their responsibilities in implementing the Sixteen Point Program. 
Equal Employment Opportunity is the responsibility of the manager and it is 
he who is ultimately responsible for the success or failure of the program. The 
personal involvement of the head of the orgnnizntion most assuredly is needed, 
but program responsibility is shared by every line manager and supervisor in 
the organization. 

(2) Serve as the agency's resource person and principal staff advisor on the 
unique concerns of the Spanish-spenking. The Coordinator must actively par- 
ticipate In the development and implcniontation of the agency's national, regional, 
and local Equal Employment Opportunity plans so that specific action items 
directed at implementing the Sixteen Point Program are included in the plans. 

(H) Assure that eflTective relationships are established and maintained with 
Spanish-speaking organizations and groups, including tho.se representing Spanish- 
speaking women, in order to obtain their cooperation and advice on the agency's 
efforts to reach all Spanish-.speaklng manpower sources. 

(4) Participate as a representative of the agency at meetings and conferences 
held by civic groups and Spanish-spenklns: organizations, such as IiTTr,.\C. Amer- 
ican GT Forum. SER, ASPIRA, etc., which are interested in improving the eni- 
ployability of the Spanish-speaking American. Maintain close liaison with Six- 
teen Point Coordinators from other Federal agencies through associations of 
Federal managers such as Federal Executive Boards, Federal Executive Associa- 
tions, and Federal Personnel Councils. 

(.5) Assist in assessing the agency's Siwnish snrnamed employment situation 
so that employment patterns might be identified and participate in solving the 
problems identified through the development of employment goals and time- 
tables where they will be useful in encouraging nfiirmative action. At the head- 
quarters or regional levels assure that effective specific guidance and direction 
to field installations is developed and disseminated in a timely manner and that 
effective mechanisms for follownp on Implementation are instituted. 

f6) Participate in special studies of agency emplovment practices to nscertnin 
whether there are systemic barrlprs which have the effect of limiting opnortunities 
for Spnnish-si)eaklng citizens. Such special studies should Include internal evalua- 
tions and planned assistance visits to .subordinate components of the agency, 
and Coordinators should be members of teams involved In these activities. 

(7) Review agency training cotirses to .nssure that they include Information 
on the Sixteen Point Pro-rram and p.artlcipnte In the develnpnipnt and tmnlenien- 
tntinn of unward mobl'itv trnlnlng and educntlon programs required by E.O. 
n-'TS .Tnd the EFO Act of in72. 

Tbp ncrson desitrnated as the Sixteen Point Coordinator must be nb'e to dpat 
effectively in the organlzitlon and in the EEO program function includins 
advice and counsel to m.i"''!roment on rrnper and effective efforts to implement 
the Sixteen Point Profrnm. Persons deslsrnated ns Coordinators should be able 
to deal  effectively with  Spanish-speaking organizations. 



Mr. KATOR. Departments and agencies were directed, for one thing, 
to appoint tspanish-speaking program coordinators at headquarters 
and iield levels to serve as principal staff advisers and focal points 
for direction of the Spanish-speaking program. Agencies were further 
directed to review their stafling and recruitment practices to assure that 
there were no unnecessary barriers to employment and that they 
tapped all sources of Spanish-speaking persons in recruitment efforts; 
to identify public contact positions calling for bilingual ability; to- 
use Spanish-speakino; recruiters on recruitment teams; to make par- 
ticular use of flexibilities on tlie cooperative education and vet-erans 
readjustment programs as avenues for entry into Federal employment; 
to develop goals and timetables where they would help overcome 
identified problems; to provide special training for managers on 
actions they sliould take to assure equal employment ojijjortunity for 
Spanish speaking; and to make sure that action plans addressed tlie 
equal employment opportunity concerns of the Spanish speaking. 

To assist agencies iii taking these actions, the Commission increased 
its staff at headquartei-s and in the held and as a result was able to 
iiui-easc its program guidance by a variety of means such as: Publish- 
ing a montlily newsletter to help Spanish-speaking program coordi- 
nators carry out their duties as effectively as possible. It is entitled 
La Mesa Redonda. Conducting monthly meetings of Spanish-spenking 
coordinators to exchantre infoi-mation and ideas on solving i)iul)lpms. 

Let mo point out, Mr. Chairman, at this point that prior to the 
issuance of the FPM letter to which I referred, the agencies did not 
have Soanish-speaking coordinators. 

.Vnotlier steji was designing numerous training courses and seminars 
covering the Spanisli-speaking program; developing a guideb<X)k for 
coordinators outlining their program responsibilities; developing a 
comprehensive Spanish-sjieaking recruitment sources booklet. This was 
a Civil Service Commission Bulletin 7l.3-.33, and its purpose was to 
inform Federal agencies on how best to recruit Spanish-speaking per- 
sons. Another step was publisliing bilingual pamplilets designed to 
assist Sj)anish-sppaking job seekers and help agency recruitment 
efforts. Another step was reviewing agency affirmative action plans 
at headquarters and regional levels to make sure that tlie plans are 
res])onsive to the equal en'.plnyment opportunity problems of the 
Spanish speaking; and finalh'. developing revised evaluation guide- 
lines for use by Commission evaluators and agency personnel in evalu- 
atinsr the Spanish-speaking program. 

"We also stepped up our evaluation of ngoncy efforts, adding con- 
siderable staff to this activity. We strengthened our field capability 
to work with Federal installations on the Spanish-speaking ]>rogram, 
providing more onsite guidance, developing training programs, con- 
sulting with Spanish-speaking groups, and undertaking a variety 
of additional efforts. 

In addition to those and earlier efforts, the Civil Sen-ice Commis- 
sion took other actions to assure accomplishment of the objectives of 
tlip Smnish-'neakinrr program. 

In September 1072. Commission Chainnnn Eobert E. Hampton 
asked the heads of the 10 large.st Federal agencies, whose total work 
force comprises over 90 percent of Federal employment, to view the 
Spanish-speakino- program with the sense of urgency that had exi.^ted 
at tlie outset of tlic program .and to give the program their pcreonal 
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attention. He directed them to name Spanisli-speaking program Coor- 
dinators who would serve on a full-time basis. In the same communi- 
cation. Chairman Hampton called on agencies to give particular 
attention to increasing employment opportunities for Spanish-speak- 
ing Americans in the State of California where there appeared to be 
skills in the Spanish-speaking work force which were not being fully 
utilized by Federal agencies. 

In July 1973, Chairman Hampton Iwgan a series of consultations 
with leadei-s of Spanish-speaking grotips. During the year he met 
several times with the national leaders of Ll'LAC , IMACiE, Ameri- 
can (il Forum and SP^R. As a result of these meetings further positive 
actions have been taken and additional ones are being initiated. 

^Vmong these are: A new instruction to P'edcral agencies has been 
released, and Mr. Chairman, with your permission, I would like to 
insert this into the record. This is FPM Instniction 713-23. 

Mr. EDWARIW. Without objection, it will be so included. 
Sfr. KATOR. Thank vou. 
[FPM letter No. 713-23 follows:] 

FEDERAL PERSOWEI, MANUAI. SYSTEM LETTER 

UNITED STATES OIVII, SERVICE CoMMissioy, 
Washington, D.C., Ajtril o, 197i. 

FPM Letter No. 713-23. 

Subject: Equal employment opportunity—Spanlsh-.speakiug program. 

HEADS OF DEPARTMENTS AND INDEPENDENT ESTABLISHMENTS 
Purpnxe 

1. Tlip purpose of this letter is to provide additional guidance and direction to 
assist nsencies in producing a viable, results-oriented Equal Employment Oppor- 
tunity Program to assure that the special needs of the Spanish-speaking jwrsons 
are met in respect to Federal employment. 

Proffram Guidance 
2. Federal Personnel Manual Letter No. 71.S-1S dated .Tanuary 23, 1973. directed 

agencies to take specific actions in inii)lementing the Spanish-Speaking Program. 
To assist agencies in taking these actions, the Commission has stepped up it.s 
program guidance efforts l)y : 

Pnlilishing a montlily newsletter. La Mesa Redonda, to help agency Sp-nnish- 
Spcaking Program coordinators carry out their duties as effectively as 
possilile; 

Conducting monthly meetings of coordinators to exchange information and 
ideas on solving prol)lems ; 

Designing a special training course to prepare coordinators to assist 
their resjiective agencies in planning outreach efforts, developing EEO afflmi- 
alive action plans, establishing liaison wltli community groups, etc.; 

Developing a comprehensive S|)anl.''li-speaking recruitment .sources book- 
let (Civil Service Commission Rullctin 71.3-3.3) ; 

Pnhlishing l>ilingnal pamphlets designed to assist Spanish-speaking job 
.seekers ami agency recruitment efforts : 

Reviewing agency afflrmative action plans at headquarters and regional 
levels to make sure that tlie i)lans are responsive to the emploj-ment concerns 
of Si)anisl)-s)HN'iking; and 

Ipdating program evaluation guidelines for use in agency reviews by the 
Bureau of Personnel Management Evaluation. 

3. .\s a result of overall agency efforts the Federal employment statistics of 
Spanish-speaking Americans are beginning to show a rising trend. As of May 31, 
1073. the percentage of Federally employed Spanish-speaking .\mericans was 
,3.1'"'r. an increase from 2.0% in May 1070. or a total of 4.27.') job.s. (During this 
I)eriod. total fuH-tirae Federal employment decreased by 68,000 jobs.) 

Itcvicw of Affpncy Efforts 
4. Our re\-iew of agency efforts during the past year, however, shows that 

while there have been many positive actions, there are certain areas and tech- 
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niqiies that can be Improved if the nationwide program ol)jectives are to be 
achieved. In general, the main areas that can be strengthened are: 

Agency Support and Direction to Spanish-Speahinp Program Coordinators 

Providing sufficient time and training to Spanish-Spealiing Program coordi- 
nators with better definition of their roles and duties. 

Affirmative Action Plans 
Identifying in plans the specific problems affecting the Spanish-speaking and 

specifying concrete action items to overcome those problems. 

Recruitment JCfforts 
Intensifying recruitment efforts by identifying positions where bilingual ability 

Is a legitimate selective factor, liy identifyng and contacting sources of potential 
Spanish-sjieaking candidates, and as appropriate, by including Simuislnsiieaking 
persons on recruitment activities. 

Program Evaluation 
Including, in agency internal evaluation reviews, coverage of how well the 

Spanish-Sjieaking Program is being implemented. 

Required Agency Action 
4. The.«e areas are dlscu.ssed in greater detail -below. Specific action steps are 

also included for the immediate action of agencies. 

Agency Support and Direction ,• 

(a) "Seed Jor FHll-timr Coordinators.—Pulilic Law 92-261 requires that Fed- 
eral agencies allw-ate .sufficient resources to insure a results-oriented l]<iuul Km- 
ployment OpjKirtunity Program at both headquarters and field level. Commission 
evaluations and studies refle<'t that lack of agency results in tlie Simnish-Speaking 
Program are related in part to insufficient resources provided to the program. 
One of the principal ways to deal with this is for each cabinet department and 
larse indeiiendent agency to appoint a well qualified, full-time coordinator for 
the program at tlie head(iuarters level. 

In addition, consideration should be given to designating full-time Spanish- 
Speaking I*rogram coordiimtors in otlier agencies and in fleld installations wliere 
the following circumstances are found : 

I-arge work forces located in areas (regional or local) which have signifi- 
cant Sjianish-speaking ])opulation: or 

Where KKO problems liave lieen identifie<l indicating that sjiecial knowl- 
edge, caiiability and re^s<)urces are nt>e<leil to deal witli organizations or local 
Hpanish-speakiug groups to successfully implement the Spanish-Speaking 
Program : or 

Where there appears to be a significant disparity between the skills avail- 
able in the locjil Si>anish-speaking population and tliose reflected in the 
agency's work force. 

(b) Assignment of Part-time Cooniinatnrs.—Where the circumstances do 
not call for full-time coordinators, appointment of tiart-time C(Kirdinators is 
called for. Sufficient time must be allowed the per-sons as.sigued .such duties so 
that proi)er program direttion can be given. 

(c) Selcrtirm iinil Training of Coordinators.—Coordinators .shotild lie selected 
from among tlioroughly (lualified candidates who are knowledgeable about em- 
ployment problems affecting Spanish-speaking Americans; firmly conunitted to 
the objectives of the program; and able to serve as principal staff advisors and 
focal jioints for program direction. Bilingual aliility in Spanisli and Kuglish can 
be a legitimate selective factor wlien there is a need to communicate witli na- 
tional and local Spanish-speaking organizations and civil groups. 

The coordinator needs the solid liacking of management. Tlie job is an integral 
and essential part of the total EKO program and employees, supervisor.s. and 
managers must give the coordinator full coojieration in efforts to carry out the 
objectives of the Spanish-Speaking Program. Agencies should give wide pulilicity 
to the Spanish-Speaking Program and insure through orientation and (mining 
that .supervisors and mainigers at all levels arc informed alioul the Spanish- 
Speaking Program and tlie coordinator's duties. Whether serving <ui a full- or 
part-time basi.s, the S])anish-Speaking Program coordinator needs support in 
terms of management res|>onsiveness. tiecessary resources, and time. 

Coordinators sluudd be provided with api)roi(riate training as quickly as 
possible after assuming their responsibilities .so tlmt they may iierform their 
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duties effectively in the shortest period of time. Agencies should review the 
training needs of coordinators periodically. Among recommended courses are: 

Spanish-Speaking Program Coordinator's Training Course; 
Federal Personnel Procedures; 
Developing AflSrmative Action Plans; 
Effective Briefing Techniques. 

Affirmative Action Plans 

During the past year, many agency national and regional EEO aflBrmative 
action plans were not sufficiently directed to the employment concerns of the 
Spanish-speaking. Despite the likelihood that tlieir use would result In resolu- 
tion of recognized EEO problems, goals and timetables were not employed as a 
management concept in problem areas where i)rogress was recognized as neces- 
sary iu assuring equal employment opportunity in circumstances where it often 
appeared appropriate to do so. 

The following are some suggestions for improving affirmative action plans: 
a. Describe the Sixteen-Point Program Coordinators role by specifying 

Relationship with other EEO officials; 
Duties and responsibilities; 
Training needs; 
Percentage of time that part-time coordinator Is expected to spend on the 

program. 
6. Specify Actions to Recruit the Spanish-speaking 

Include lists of local schools as well a.s colleges and universities around 
the country having Spanisli-speaking enrollments. (CSC Bulletin 713-33 is a 
valuable planning tool.) 

Consult with Spanish-speakiug organizations. (Also listed in CSC Bul- 
letin 713-^.) 

Use Spanish-speaking persons on recruiting teams. Recruitment efforts 
de.signed to reach all segments of the poiiulation are generally more success- 
ful when tlie team has minority group members. 

List public contact positions where bilingual ability is a legitimate se- 
lective factor. 

Recruittnent Efforts 

Agencies should continue to review traditional staffing and recruitment prac- 
tices To idoutfy and correct those which may act as artificial barriers in provid- 
ing equitable opportunities to all i)ersons, including Spanish-surnamed applicants. 
As part of its overall EEO responsibility, each agency should make a critical re- 
view of agency employment practices with particular attention given to assuring 
that (1) positions that can be reengineered to trainee levels are not being filled 
at the journeyman level; (2) work experience is given adequate consideration 
in job qualification requirements and that formal education is not being over- 
emiihasized: (3) persons with knowledge of the Spanish language are being 
recruited to fill positions requiring such knowledge; and (4) recruitment and 
referral practices are designed to top Spanish-surnamed resources at local levels 
where significant numbers of Spanish-speaking citizens are concentrated. 

On November 6. 1973, the Commission published and distributed to agencies 
Bulletin No. 71.S-33. a draft of a Spanish-speaking recruitment sources booklet. 
The purpose of the recruitment booklet was to assure that Spanish-speaking per- 
sons have equal opportunity to be considered in Federal recruitment efforts. This 
recruitment booklet provides information on universities and colleges having 
significant Siwnish-speaking student enrollments, including academic disciplines 
offered; lists of public media facilities for use in reaching the Spani.sh-speaking 
ptiblic : and Spanish organizations interested in the employment concerns of Span- 
ish-speaking citizens. 

In addition, the booklet contains tips on recruiting Spanish-speaking persons. 
For the sake of brevity, these tips and other information in the booklet are not 
refieated in this letter. Agencies should make the bnoklet available to their re- 
cruitment officials and should combine the expertise of the Spanish-Speaking 
program coordinator with information contained in the booklet for more effective 
recruitment efforts. 
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Internal Evaluation Systems 

Agencies should include in their internal evaluation programs criteria that 
will assess whether the objectives of the Spanish-Speaking Program are being 
reached. The Commission's Bureau of Personnel Management Evaluation re- 
cently updated its evaluation guides for assessing agency efforts in implement- 
ing the Simnish-Speaking Program, (see attachments). Agencies should tailor 
their internal evaluation guidelines to assure that the effectiveness of the Span- 
isb-Speaiiing Program in their resiiective agency can be properly evaluated. 

Official Program Title 

5. The Spanish-Speaking Program, because of the 16 steps outlined by Presi- 
dent Nixon to broaden Federal job opiKirtunities for SpanLsh-speaking Amercians, 
has lieeu ijopularly terme<l the "Sixti-en-Point Program." While some of the orig- 
inal 16 steps are continuing, many liave been completed. In arldition, new pro- 
gram efforts such as agency Spanish-Speaking Program coordinators, internal 
evaluation activities, CSC reviews of agency affirmative action plans, bilingual 
publications, etc., are not among the steps originally specifled. To avoid unnec- 
essary limitations on the sc<)i)e of the program, we l>elieve the term "Spanish- 
Sl)eaking Program" should be used in describing the program. This is more de- 
scriptive of the broad-g.iged efforts underway and this terminology should be 
used in describing the program hencefortli. 
Slimmer Employment 

6. Agencies should make sure that their summer employment plans reach out 
to all groups in the population, including the Spanish-speaking, in such pro- 
grams as Stay-in-School, Summer Aids. Federal Summer Intern (CSC Bulletin 
308-11, December 14, 1973), and the Summer employment examination. Sum- 
mer employment is an important means of providing students not only with jobs 
but also with an undcrstniidinx of the Federal (Jloveniment and of job and 
o.ireer opportunities. It is also important in showing career opportunities availa- 
ble to persons who stay in school. As a means of assuring that the Federal Govern- 
ment is considered as a possible employer by Spanish-speaking groups, agencies 
are reminded that one of the orieinal sixteen-points is the summer hiring of 
high school and college teachers serving Spanish-speaking students, to give faculty 
members an understanding of the Federal Covernment which they can relate 
to students. An excellent way to assure that summer employment programs are 
responsive to the Spanish-speaking is for agencies to include their Spanish- 
Speaking Program Coordinators in all aspects of summer hiring. 

BF.RN.\BO ROSEX. 
Executive Director. 

Attachment. 

CSC EVALUATION GtrtDELtNEs FOB THE SPAWISH-SPEAKINO PROOBAM 

(2) Equal Employment Opportunity for Spanish-Sumamcd Americans 
(a) The lf>70 Census shows that .Vniericans of Spanish origin are the second 

largest minority group. Although residing in all 50 states, the large majority of 
Spnnish-sumamed Americans are In the following states: 
California  3.100.000 
Texas  2,487,000 
New York  2, 423, 000 
Illinois     687,000 
Florida    .'i02,000 
New Jersey  4M. 000 
New   Mexico  .S87, 000 
Arizona  3r>7, 000 
Colorado  272, 000 

Federal employment statistics for November 1969 showed that Spanisb-siicnk- 
Ing Americans held 2,89^ of Federal jobs, nu indication that their skills on the 
lalior market were possibly not being fully tapped. 

On November 5. 1970, President Nixon announced a Sixtcen-Point Program to 
Insure equal opportunities for Spanish-.speaking Americans in Federal 
employment. 

The Program is a special emphasis program within the Federal Equal Employ- 
ment Opportunity Program. Its objective Is to make sure that Spanish-speaking 
Americans have equal opportunity in the Federal service to compete in efforts 



12 

or programs Involving recmitment, training, npward mobility, career counseling, 
and promotion. 

Special employment concerns of tlie Spanisli-speaklng stem from experiences 
of job bias in certain parts of tlie country and for certain jobs. Until recently 
such factors as height and weiglit re<iuirenients for certain iwsitions locked-out 
many Spanisli-speaking persons from comi)etition. Language has also been an 
obstacle in finding employment. In some cases bilingual ability,  rather than 
serving as an advanatge, lias been interi)reted by some employers as a disadvan- 
tage. Sometimes there is simi)ly lack of information on  how to comf)ete for 
Federal employment, or what rights individuals have if tliey believe they liave 
been discriminated against in matters of employment. Tlie end result is that 
some Spanish-speaking i>ersons have lieen hesitant to compete in Civil Service 
job examinations even though  they may  be higlily  qualified.  Aggressive and 
affirmative  recruiting  efforts,   tlierefore.   are  sometimes  necessary   to  attract 
Spanish-si>eakiug jtersons ti) pursue occupations for wliich they are qualified. 

In November 1972, tlie Commission conducted a special study of the Program. 
Tlie major findings (CSC Oiierations Memorandum 713-42) showed: 

Insufficient agency head(iuarters leadership in some agencies. 
EEO Action Plans for the most part did not cover the problems of the 

Spanish-speaking. 
A misconception among agencies that tlie Program was regional (Soutli- 

we.sf) and therefore had regional limitations (Note: Program includes 
Puerto Ricaiis, Culian-Americans, and otlier Americans of Spanish lieritage, 
as well as Mexican-Americans). 

Some agen<-ies fell that the Program was temporary and therefore did not 
treat it with a sense of urgency. 

Some agencies failed to provide adequate resources to tlie Program. 
Some agencies had done little to educate their managers about the special 

employment concerns of the Spanisli-speaking. 
(b) Federal Personnel Manual Letter 71.S-1S, dated .Tannary 2.^. 1073, requires 

Federal departments and agencies to take sjiecific actions, including the appoint- 
ment of Sixteen-Point Coordinators, to implement the Sixteen-Point Program. 
Advisors should encourage bureaus and field in.'^tallations locate<l in or near 
significant Spanish-speaking pojiulation to have a full or part-time Sixteen-Point 
Coordinator to assist agency or installation lieads. Directors of Equal Employ- 
ment 0])portunity,  Personnel Officers,  managers and supervisors,  in carrying 
out the objectives of the Sixteen-Point Program. 

Below are unique concerns ba.sed on tlie Sixteen-Point Program, involving 
equal opiiortunity for Spanisli-speaking per.sons, which require special evalua- 
tion attention. 

What direi-tiou is tlie agency headquarters providing to field installations on 
implementing the Sixteen-Point Program? How ade(iuate is it? 

Do affirmative action plans include si)eciflc. appropriate action items aimed at 
resolving problems encountered by Spanish-speaking Americans? 

Have  adequate   resources   (e.g..   Sixteen-Point   Coordinator)   been   provided 
to the Program, particularly in areas of large  Spanisli-speaking popuiation? 

Have Iwal inaimgers and supervisors been made aware  (e.g.. through EKO 
training courses) of the .siKH-ial employment concerns of the Siianish-surnamed 
and of the Sixteen-Point Program ? 

Are there any Spanish-surnanied persons on the EEO program staff? 
Since a principal thrust of the Sixteen-Point Program is on recruitment, ad- 

visors sliould determine whether installations have carried out the following 
specific recruitment efforts aimed at the Spani.sh-speaklng: 

Have Spanish-siieaking jiersons been recruited for public contact positions 
calling for knowledue of the Spanish language? 

Do recruitment teams, or efforts, include Spanish-speaking persons? 
Have efforts been made to recruit for the Cooperative Education Program at 

colleges with significant numbers of Spanish-speaking students? 
Is the agency using selective placement on a bilingual basis to reach Spanish- 

.siieaking persons for appointment to ixisitions dealing with the Spanish-speaking 
lioiailation? 

Has the agency hired for summer employment high school and college teachers 
from schools serving Spanish-speaking students, to give them an understanding 
of fhe Federal Government which they can relate to students? 

Have special efforts been made to inform Spanish-surnamed veterans of VRA 
appointments? 
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Mr. KATOR. The principal areas covered by this instruction are 
assuring that in fact full-time coordinators are oiierational in all Cabi- 
net departments and large independent agencies and setting criteria 
for appointment of full-time coordinators at selected field activities; 
developing more concrete action plans by agencies to overcome employ- 
ment problems of tlie Spanish speaking; intensifying recruitment 
efforts; evaluating program ert'ectiveness as part of agency internal 
evaluation reviews; and assuring that the Spanish speaking are in- 
cluded in summer employment programs. 

Also, as a result of his meetings with the Spanish leadership. Chair- 
man Hampton directed that a series of regional conferences Ijetween 
leaders of Spanish-speaking organizations and the heads of Federal 
Held installations be sjwnsored by the Commission to be held during 
May and June 1974 at these cities: Los Angeles, Denver, Dallas, Kan- 
sas City, Chicago, and New York. Let me add that the first such con- 
ference will be held in Ix)s Angeles and will kick off on May 18. The 
purpose of these conferences is to encourage constructive dialog and 
action from both groups to deal with local or regional employment 
problems affecting equal oppoi-tunity for Spanish-speaking pei'sons. As 
a result of tliese conferences, we exj^ect additional action to l)e taken at 
the local level by Federal installations and by P\'deral executive boards 
and Federal regional councils to move the program forward. 

In addition to these activities, the Civil Service Commission, since 
our last appearance before your subcommittee, lias begun a national 
xmdertaking to inform the Spanish-speaking public about Federal 
employment opportmiitics. So far, four bilingual publications have 
been relea.sed: the first, describing employment opportunities for vet- 
erans under the Veterans' Readjustment Act; the second, listing toll- 
free numbers to call CSC's Fecleral Job Information Centers across 
the Nation; the third, describing the Federal personiu'l system from 
job announcement to merit promotion to retirement; and the fourth, 
answering 16 frequently asked questions about the Spanish-speaking 
program. 

In May 1974, this month, in fact, we will publish our newest bi- 
lingual booklet, giving helpful information to Spanish-speaking per- 
sons on how to fill out standard form 171, the application form for 
Federal employment. 

Now, we recognize regardless of how well our program directions 
are carried out by Federal agencies, we know that the sum of our 
collective efforts will be evaluated on whether the main objective, as- 
suring equal employment opportunities for Americans of Spanish 
origin, is being achieved. Federal employment statistics continue to 
show that, despite employment cutbacks and budget limitations, the 
number of Spanish-speaking Americans in the Federal service is in- 
creasing steadily. 

In our testimony 2 years ago. March 1972, we reported that Spanish- 
speaking persons held 2.9 ]>ercent of total Federal jobs. Today they 
hold 3.1 percent. In terms of actual net gain in jobs since ^lay 31.1971. 
the reporting period on which we based our previous testimony, the 
ntimber of Spanish-sjM'aking Americans in the Federal work force 
has moved from 7r)..539 to 78.243 on May 31.1973, and tliat is the latest 
d;ite for which figures are available, or an increase of 2,704 jobs. This 
is particularly significant because this increase occurred while total 

4&-120—75 2 
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Federal employment was clecliniiiji by over 53,000 jobs, thus reducing 
ojnployment opportmiities for all persons. These cutbacks, largely 
affecting Department of Defense agencies, could have had an adverse 
effect on employment of the Spanish speaking because half of all 
Spanish-speaking Federal employees are on the rolls of DOD agen- 
cies. Actually, however, thei-e were overall gains in Spanish-speaking 
employment because of appointments in other agencies, most of which 
were in the better-paying whitecollar jobs of the General Schedule. 

I would like to add, ilr. Chairman, if one compares data from No- 
vember 19()9 to May 1973, tlie increase in Spanish-speaking employ- 
ment is 4,652 jobs occurring despite a total Federal employment de- 
crease of 76,643 jobs in tlie 3i ^-year period. 

Between fhe period May 31, 1972, and May 31, 1973, the 1-year 
period, Spanish-speaking pei-sons registered the largest percentage 
gain of any minority group, with an additional 1,657 jobs for Spanish- 
speaking Americans. With respect to overall progress made since the 
inception of the program, statistics reflect that total Spanish-spealcing 
employment has increa.sed from 74,449 in November 30,1970, to 7H,243 
in May 31, 1973, a net gain of 3,794 positions in this 2i/^-ye.ar period. 
"\Miilc there was a numerical decrease in blue-collar employment, it 
is noteworthy that in better-paying General Schedule wliite-collar 
positions, Spanish-speaking empioyment during this period increased 
from 24,764 to 29,984, or a total of 5"220 jobs. 

As a matter of fact. Spanish-speaking employment in tlie GS sched- 
ule, whicli is the white-collar. l)etter-paying schedule, went from 1.8 
percent of total jobs in that schedule to 2.3 percent from November 
1969 to May 1973'. This is a period of 31/2 years. 

Another indication of progress is that between November 1969, the 
year Executive Order 11478 on equal employment opportunity was is- 
sued, and May 1973, Spanish-speaking Americana accounted for over 
15 percent of the total increase in white-collar Federal employment, 
6.303 out of 41.475 jobs, and increases in Spanish-speaking employment 
occurred at all grade groupings. In fact, nearly .38 percent of the in- 
crease in Spanish-speaking employment occurred at grades GS-9 and 
above. 

While Federal employment statist iis for the Spanish speaking show 
a rising trend, we cannot be fully satisied v. ith the progress to date and 
will continue to move forward in every way possible. 

Tjct me add. tlie Spanish-sijeakin.!; program was built around 16 
points which focused largely on outreach recruiting efforts to the 
Siianis]i-si)eaking population, and I believe Ave testified on these points 
wlien we were before your committee last. 

Some of the original jioints were one-time efforts, some applied only 
to the Commission, and all have been largely accomplislied. For ex- 
ample, our Southwe^st Intergovernmental Training Center, tlie estab- 
lishment of which was one of the ori.'xinal 16 jioints, lias been opera- 
tional for 2 years and has trained 3.S51 students, 52 percent of whom 
were Spanish speaking. Certainly, accomplishment of the original 
points has been the major factor in tlie employment gains so fur. In 
addition, they have created an awareness on the part of Federal man- 
agers of the need to assure that the special concerns of this Nation's 
second largest minority were addressed in our equal employment op- 
portunity programs. Nevertheless, we have found it necessary to go 
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l)eyond the IG points. Xew program efforts sucli as the designation of 
agency Spanish-speaking jii'ograni eoordinators, stepped-np internal 
evaluation aetivities. Civil Service Commission review of agency af- 
firmatiA'e action plans, and bilingual publications are just some of the 
actions now underway and wliich were not among the steps originally 
set forth in the IG points. The program is now a stronger and more 
well-rounded effort, emphasizing equal opportunity for the Spanish 
speaking as an integial part of a total equal employment opportunity 
program. 

In sum, we are not just overconTing a static situation which existed 
before inauguration of tlie IG-point progiam. but we want to assure a 
condition governmentwide in wliich there is true equal employment 
oppoitunity for all persons and in MIHCII affirmative action efforts are 
reaching the Spanish-speaking pop\ilation so they can make a max- 
imum contribution in terms of their skills and abilities in carrying out 
the important mi5«ions of Federal agencies. 

Mr. Cliairman, we have a report wliich I would like to ask permis- 
sion to have entered in tlie record. It is a report on the status of the 
Spanish-speaking program. It is a compilation of actions taken in 
response to tlie IG-point program, and it summarizes and defines what 
the Civil Service Commission and what Federal agencies have done 
on each one of the IG points. And with your permission, I would like 
to offer it for inclusion. 

ilr. EDWARDS. Without objection, it will lie included. 
[Tlie report referred to follows:] 

REPORT OF THE STATUS OF THE SPANisn-SpEAKiNo PROGRAM 

This Is a report on the status of the Spaiiish-Siienkins Program. 
Sin<'e November 1970 when the Sixteen-Point Program was announced by 

Pre.siflent Nixon, the Civil Service Conimis.sion lias had major responsibility 
for ))roTiding leadership, advice, and assistance to Federal agencies in imjile- 
menting the program. This report encompasses activities undertaken by the 
Spanish-Speaking Program Office in cooperation with the other Bureaus and the 
regional offices of the Civil Service Commission. The significant activities wliich 
specifically apply to the original sixteen points outlined in the November 5, 1970 
AVhite House news rele.Tse are listed on a point by point basis. Activities or ac- 
coinplishmeuts that are closely related to each point or which serve to strengthen 
the intent of each point are also listed in the same basis. These are what we 
refer to as programmatic achievements and as can be noted, the Civil Service 
Commission has strongly and affirmatively directed its efforts towards estab- 
lishing the permanent framework from which Federal agencies can build an 
integrate<l Federal Equal Employment Opportunity Program which considers 
the Spani.sh-Speaking Program as an integral part. 

One of the ways to assess trends in the employment of Spanish-speaking 
Americans is to review employment statistics on a nationwide basis. Tlie follow- 
ing statistics indicate that despite employment cutliacks and budget limitations 
Spanish-speaking .Americans are continuing to move forward : 

.\s of May .31. 1973. tlie percentage of Federally employed Spanish-speaking 
.\mericans was 3.19'r. an increase of .STr .since November .30. 1969, or 4.6.52 jobs 
to a total of 78.243 from 73.r>91. This increase warrants attention liecau.se from 
November 1969 to May 31, 1973, total full-time Federal employment decreased 
by 76.ft43 jobs. 

General Schedule (November 1969 to May 31, 1973). In the better paying Gen- 
eral Schedule jobs, there was an increase in total full-time employment of 4TA''> 
jobs; employment of Spanlsli-spoaking citizens in this Schedule increased by 
r...303 jobs. This was (1.5.2% of tlie total increase) .'?7.7'7r of the 0..303 was nt GS-9 
and above. 
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Number Percent 

GSlto4  +1.902 (+30.2> 
GS5to8  +2,025 (+32.1) 
GSStoll  +1,274 <+20.2) 
GS 12 to 13  +K1 (+13.0) 
GS H to IS  +281 (+4.5) 

ToUl  6,303 100. 

Supergrade iwsltlons (Noveinl)er IJMJO to May 31. 197.3). In grades 16 throuKli 
18. emi)lu.vnient of Spanish-speaking citizens increased from 14 to ,3(i. 

Total Wage S.V8tems (November 1900 to May 31, 1973). Sjianisli-speaking 
employment decreased by 3,258 jobs, compared with a total decrease of SS.Odi) 
jobs. 

Total Postal Field Service (November 1960 to May 31, 1073). The total Postal 
Service decreased by 29,803 jobs; Spanish-Kix>akiug Americans registered a net 
increase of 1,476 jobs. 

Total "Other Pay Systems" (November 1969 to May 31, 1073). The total em- 
ployment under the.se pay systems (i.e. executive level, riepartment of Me<li- 
cine and Surgery in Veterans Admini.stration, Foreign Sen-ice. and Tennessee 
Valley Authority) det-reased by 156 jol)s: S|»anisb-.'ii)eaking Americans registered 
a net increase of 131 jobs. Spanish-speaking citizens earning .$2(i,0(X) and above in 
these systems increased by 38 to 59, 

Despite the steady increases in employment, the Commission recogtiized the 
need for determining what Federal efforts produced tangible results and what 
problems still existed that inhibited the strongest possible implementation of 
the program on the i)art of Fe<leral agencies. A comprehensive study undertaken 
by the Commi.ssion in early 1072 revealed the following needs: 

More affirmative agency leadership and guidance to field installations. 
More applicability of agency efiual employment opportunity action plans to 

(he Spanish-speakiiig population in terms of SIMH-IAC action items which would 
direct agencies towards achieving nationwide program objectives. 

More diligence on the part of agencies to view the program with a renewed 
sense of urgency and a .sense of j)ermancncy. 

More alBrmation on the part of agencies to review the staffing of EEO 
offices to assure that there is understamliug of the ajiecial emphasis program 
concerned with the problems encountered by Spanish-speaking Americans in 
obtaining Fetleral employment. 
' More awareness on the i>art of agencies to view the ol)jectives of the Spanish- 

Speaking Program on a national basis rather than on a regional l)asis. 
More adeptness on the part of agencies to revitalize their KlOO (raining pro- 

grams and assure that the employment concerns of (he Spanish-speaking Ameri- 
cans are si)ecifteally covered by such programs. 

To meet these needs the Commis.sion and its (»fflce of the Si)anish-Speaking 
Program charted its ctmrse and its affirmative efforts are the following : 

1 Api)oint a full-time official in the Civil Service Commission who would 
provide advice and assistance on matters relating to the Spanish-surnamed pop- 
ulation to assure full application of the *>iual Emirioyweut Opportunity I'ro- 
gram in all Federal agencies to this group. 

Actiott: -Mr. Fernando B. C. He Baca was appointed by the (ommission as 
Director of the Federal Government Spani.sh-Speaking Program in Januajy 
1071 On Mr l)e Raca's departure from the Commission in .lanuary 10i2, 
Mr Illginio Costales succeeded him as Director. Both Mr. De Baca and Mr. 
Costales have worked closely with the Commission's top staff and with Ftnleral 
ageni'ies in providing leadersliip. advice, and as-sistance. 

Related to this point it was recogniml that Federal agencies were also in 
need of individtwls who could serve within their agencies as tlie chief advisor 
and focal iK)int for program direction sitecifically concerned with the Spanisli- 
.sneaking As earlv as Septeml)er 1072 the Chairman of the Commission wrote 
to the heads of the ten largest r>epartments and indei)endent agencies which 
compose nearly 90 percent of the total Ftnleral workforce urging tliem to apimint 
well nualifled Spanish-speaking Program Coordinators, who could assist m tak- 
ing the necessary steps to overcome the problems divulged through the special 

study. 
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On January 23, lf>73. Federal Personnel Manual I>etter 713-lS was issued 
•On the Hjranisli-Speaking Program. It not only emphasized to agencies that the 
jirogram was i)erinaneut in nature, but also informed agencies of the findings 
of the study and directed agencies to take 8pe<'ific actions to overcome the pro- 
gram deficiencies identified. It directed agencies to appoint Spani.sh-Speakiug 
I'rogram Coordinators at headquarters and field levels to serve as principal 
staff advisors and f(K.'al iK>ints for program direction. As a result of these instruc- 
tions there were nine Spanish-Speaking Program Coordinators named in the 
1).C. metropolitan area who woiild devote full time to the program. One-hundred- 
and-fourteen others were named who were to devote less than full-time. 

During March 1974 the Chairman of the Civil Service Commission wrote to 
12 agencies (Department of State, Deimrtment of the Treasury, Department of 
Defense, Department of the Army, Department of Interior, DejKirtment of liabor, 
Department of Hou.sing and Urban Development, Deiwrtment of Trans-jwrta- 
tion. Department of Commerce. Environmental Protective Agency, General 
Services Admini«tnirton and Veterans Adnriniatration) requiring the depart- 
mental or agency head to appoint coordinators on a full-time basis. 

In raid-April 1!>74 a second Federal Personnel Manual I/ctter will be issued 
eniithasizing once again the need for departments and independent agencies of 
cabinet level stature to name coordinators for the program who will devote 
full-time to its implementation. 

2. Begin an intensified drive to recruit Spanish-surnaraed persons, particularl.v 
for identified public contact i)ositions, in areas'of heavy Spanish-speaking popu- 
lation, including tlie Southwestern states, and in Chicago, Detroit, and New 
York, and certain other major metropolitan area.s. 

ACTloy: Agencies have identified a variety of public contact jKisitions where 
knowledge of the SjMinisli language is a significant asset in areas of large Spanisli- 
siieakingjiopiilation. A partial list of these positions includes: 

Safety Officer, Department of Lalvir: 
Social Securit.v Representative. Social Securit.v Administration ; 
Taxi)ayer Service Kepre.sentative. Internal Revenue Service; 
Consumer Protection Specialist, Federal Trade Commissicm : 
Manpower Development Specialist. Office of H)cononiic Opiwrtunity; 
Cu.stoms Iu.si>ector. Bureau of Customs: 
Veterans Benefit Counselor. Veterans' Administration : 
Community Relations SiKfialist. Department of Jiwtice: 
KEO Specialists, Equal Employment Opportunity Conmiission ; 
Minority Enterprise Representative. Small Business Administration ; 
Housing Coun.selor, Department of Housing and I'rban Development; 
Conimunity Field Representative. Department of (Commerce: 
Civil Rights S|)tHnalist, l>epjirtnient of Health. Education, and Welfare; 
Agencies have al.so conducted intensified .siearclies to recruit Spanish-surnamed 

jjersous for these and otlier positions. Four examples illustrate the kinds of 
aggressive efforts underway in this regard : 

To help staff the IRS Service Center, in Fresno. California, the Internal 
Revenue Service in cooi)eratlon with the Department of Labor and the Califor- 
nia Department of Hiunan Resources Development s))on.sore<l a comprehensive 
six-month Manpower Development Training Act class for l.")0 disadvantaged 
I>ersons, many of whom were S|ianish-surnanied. One-hundretl and forty-four 
graduated, 120 were within reach on Civil Service Registers, and 110 were 
employed by Internal Revenue Service: 05 of these were Spanish-surnamed. Of 
the initial 7!)."> employees recruited locally from all sources, 160 or 20% were 
SlMinish-surnamed. 

The Social Security Administration, working in conjunction with the Civil 
Ser\Mce Commission and the <^al)inet Conunittee on Opportunities for Spanl.sh- 
St>eaking People, conducted a nationwide drive to recruit Spanish-speaking per- 
son>; ff)r Social Security Insurance Representatives positions calling for bilingual 
ability. 

In October 1072. selective certificition on the basis of bilingual ability was 
used in hirinc Detention Guards for tlie luunigration and Naturalization Service 
at Marfa. Texas, anrl .W;; of the new hires were Spanish-speaking. 

In response to recommendations made in October 1072 by the Comnils.sfon's 
D.illas Regional Office, the Federal Correctional Institution in La 'num. Texas, 
will continue to use bilingual ability as a selective certification factor in new 
hir"s. 

Recognizing the need to explore recruitment practices of specific .neencies whose 
mission directly affected people of SpauLsIi origin, Spanish-.speaking organiza- 
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tlons called to our attention the Department of Justice. The Office of the- 
Spanish-Speaklng I'rogram was asked to look into the Border Patrol Agency, 
Department of Justice. With the cooperation of the Bureau of Personnel Man- 
agement Evaluation we were able to conclude that there existed within the 
agency's recruitment process including the oral panel interview instructions, 
built-in barriers and obstacles which precluded equality of opportunity to the 
Spanish-speaking. Specifically these barriers were the following: 

An accent or a lack of an officer's command of the English language was suffi- 
cient to reject a candidate during the oral panel interview. , 

Height and weight requirements restricted Spanisli-speaking candidates from 
gaining employment with the agency. 

Even though the ability to speak English and Spanish was considered essential 
to the full performance of the job, bilingual and Iticultural candidates were not 
properly rated on this ability. 

Requests for certification submitted to the CSC for eligibles generally did not 
ask for selective certification based on the altllity to sjieak Spanish. 

The register of eligibles maintained by the CSC had been closed because of the 
large number of eligibles. 

Based on these findings the CSC has removed the heiglit and weight restrictions 
for the positions; has asked the Border Patrol Agency to revise their oral panel 
interview instructions; has required the Border Patrol Agency to submit for 
approval by the Commission those ciiiKliiliiti's who have been rejected because of 
the oral panel Interview; has diaiiged the cxaiiiinntion rating proce.ss to give 
appropriate credit to those candidates possessing tlip ainlity to speak Spanish; 
and has required the Border Patrol Agency to ask for certification of eligibles 
based on the selective factor of being bilingual in Spanish and English. 

ITie written examination will be reaunounced and the qualification stnnd.nds 
for the position of Border Patrol Agent will be revised to reflect the changes 
necessary as identified by this special study. 

In addition, the Commission is stre.'^sing Outreach actix'ities designed to inform 
the Spanish-speaking public about Federal jol) oiij)ortunities. The following 
lillingual publications have been or wiil be piiblLshed to reach this goal: 

Es Vsted VctcranoT (Arc Ynit a Vrtrrnnf) Exiil.iius the re(iuirempnls for. and 
the benefits of. entering Federal service throngli a Veterans Readjustment 
appointment. Published January 1072. 

Xonotros Hnhlamns Espanol (^Ye Sprak S^pntiish) Lists Commis.'sion's nation- 
wide network of .Tob Information Centers and prnvi(ies toll-free telephnne num- 
bers pins a capsule on the Spanish-Speaking Program. I'liblished .Tnnunrv KITS. 

Trnhajando Prim L0.1 Vf^A iWnrl:inn for the f SM > Cives a summary of the 
Federal personnel s.vstem, from going to a jol) information center, getting n rnfing. 
entering on dnty. merit promotions, to retirenirnt lieiieflts. Pulilishcd M.-ircb lt)7;i. 

Dipcixeis Prepuiifas ftohrc cl PrOfiramn ilr Hnlthi Uispfinn (16 Question.-^ on tlie 
Spanish-Speaking Program) Answers tlie most freipiently asked questions about 
tlie program. Published January 1074. 

Lo .S'F-/7/ .«fc Lima Ati.' {Tlmr to Fill nut the SF-/rn Provides tips on filling 
out a good application (SF-171) for Federal employment in order to get n proper 
rating and heighten interest of potenti.Tl employers. Target date: July 1074. 

3. Use of .specialized recruitment teams, to include Spanish-speaking per.sons. 
for college recruitment, particularly at colleges with heavy enrollments of 
Spanish-speaking .students. 

ACTTOX: Although over all agency recniitraent efforts have declined in the 
face of employment cutbacks and budget limitations, maior agencies presently 
recruiting at colleges with heavy Spanish-speaking enrollments have Spanish- 
speaking employees on their recruitment fe.Tnis, 

Agencies now recognize the import.Tnce of including Spanish-spenkins persons 
on recruitment teams. One problem that surfaced w.is the lack of information 
available to recruitment teams on universities and colleges who.se stud'-nt enroll- 
ments indicated a potential source of Spanish-speaking graduates. To assist these 
agencies, as well as field installations tlie Commission in 107."? published a 
Si)anish-Speaking Recruitment Sources Booklet which lists colletres. universities 
and jiuiior colleges with significant Sniinis!' si>enl-i"g enrr ll!>ients. ii">'"(lin'r Mip 
curricula offered and the percentage of Spfinish-spt-aking students attending This 
booklet is replete with additional information for a recrnitment coordinator's 
u.se. Instead of relying solely on the placement director's announcement of the 
recruiter's visit, the Commis.sion has recommended to agencies that they iilso 
coordinate tlieir reeruitment visits witli Spanish-.spe.iUing comninnity organiza- 
tions, Spanish-speaking student organizations and tliat they publicize their visits 
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in 8panish-spfnking newspapers and magazines, and radio and television pro- 
grams. A listing of such public media facilities and Spanisli-speaking organiza- 
tions is included in the booklet. 

In addition, the Comniis.sion has publicized, in La Mem Krdnn4a, career days at 
sucli institutions as the College of Santa Fe, University of Texas at El I'a.so, and 
New Mexico State University. 

4. Begin work immediately with OEO, DHEW, HUD, and Labor to find ways 
to enhance opportunities at all levels for Spanish-snrnamed Americans in pro- 
grams dealing witli the Spanish-speaking populatir>n as well as in other programs 
and in key occupations. 

ACTION: In conjunctiim with the Cabinet Committee on Opportunities for 
Spanish-Speaking People, we have participated in a series of Regional Council 
Conferences. The objective of these conferences was to undertake a comprehensive 
a.s.sessment of the extent of Federal responsiveness to the Spanish-speaking com- 
munities in the n'gions. These meetings gave us an opportunity to further em- 
phasize the Spanish-Speaking Program to the Federal agencies involved in the 
Regional Councils, including Labor, Housing and Urban Development, Depart- 
ment of Health, Education, and Welfare, Department of Transportation, and the 
Office of Economic Opportunity. 

Examples of recent Commi.ssion activity on this point: 
Recent activity with tlie Cabinet Committee on Opportunities for Spanish- 

Speaking People include close coordination with Social Security Administration 
In assisting them to reach out into the Spanish-speaking community for the pur- 
pose of establishing employment referral contacts with Spanish-speaking organi- 
zations. Recent visits to New York City and Philadelphia have served to stimulate 
the Puerto Rican Spanish-speaking groups to become fully acquaintetl with the 
necessary procedures to he followed in applying for Federal employment, par- 
ticularly with tlie Social Security Administration. 

The Commission's San Francisco Region has been coordinating with SEB 
(Service, Employment, and Redevelopment) in Glendale, Arizona, to promote 
Federal employment through job counseling activities. SER is operating a Man- 
power Development Training Act funded program to train Spanish-speaking mi- 
grant farm-workers. 

In December 1972, the Commission's Area Office in Milwaukee, Wisconsin, met 
with officials from SER to make arrangements to conduct Federal employment 
examinations in classrooms at SER's offices. 

In September 1973 a personnel management specialist from the Commission's 
San Diego area office visited the Padre Hidalgo Center which is funded by the 
Deriartment of Labor and the Department of Housing and Urban Development. 

As a result of the visit, 54 women who were taking clerical training received 
general information on Federal employment and arrangements were made to ad- 

minLster the CSC Office Assistant Test onsite at the center. 
Regional conferences are to be convened in six regions. Member agencies of the 

regional councils and the Federal Executive Boards will be invited to participate. 
The purpose of the conferences is to help Federal officials to identify and carry 
out effective means for accomplishment of the objectives of the Spanish-Speaking 
Program and to inform the Spanish-speaking leadership of Federal actions under' 
way relating to the Spanish-Speaking Program. This is to be attained through con- 
structive dialogue between Federal officials and Spanish-speaking organization 
leaders. 

5. Step up recruitment for Cooperative Education Programs at colleges with 
significant numbers of Spanish-.speaking students to permit entry from Federal 
Service Entrance Examination registers without the necessity of a written exami- 
nation. 

ACTION: We published guidance to Federal agencies encouraging the estab- 
lishment or expansion of Cooperative Education Programs at colleges with signi- 
ficant numl)ers of Spanish-surnamed students. This has been done by a number 
of agencies which have increased their participation in Cooperative Education 
agreements with such colleges and universities. In November 1972. a listing of 
colleges and universities having significant enrollments of Spanish-surnamed stu- 
dents was developed and provided to our Regional Offices to assist them in inform- 
ing agencies of potential recruitment sources. 

Agency Spanish-Speaking Program coordinators have received information 
and training on cooperative education programs. La Mesa Redmida for Decem- 
ber 197.3 provided coordinators and agencies with a .nummary of cooperative edu- 
cation programs, as well as proper Federal Personnel Manual references. The 
forthcoming update'of the Spanish-Speaking Recruitment Sources booklet will 
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list those colleges that have a high concentration of Spanish-speaking students 
and have estabUslied cooi)erative education program agreements. 

6. Emphasize to Federal agencies of the availability of selective placement on 
a bilingual basis so that Spanish-spealcing persons can be appointed to positions 
where their Icnowledge of Spanish would be useful. 

AVTION: Selective placement is tlie means by which an individual with special 
sl<ills can l)e given special consideration for a position which requires Isnowledge 
of tliese slvills. We have encouraged agencies through our instructional system to 
use selective placement on a bilingual basis so tliat Spanish-speaking persons can 
be appointed to public contact positions where these skills are desiral)le. Meetings 
held in February and March 1973 between members of the Civil Service Commis- 
sion, the Cabinet Committee on Opiwrtunities for Spanish-Speaking People, and 
the S(«;iul .Security Admini-itration reemphasized the use of selective placement 
methods for filling positions requiring bilingual ability in conjunction with new 
po.sitions authorized by the Social Security Amendment of 1!>72. 

7. Hold an E(iual F.mployment Opportunity conference of Fetleral managers 
and equal opportunity officials in the Southwest designed to a.ssure equal op- 
portunity for Spanish-speaking persons in employment and upward mobility in 
Federal agencies. 

ACTloy: We expanded on this point, and held four separate conferences in 
regions witli large concentrations of Spanish-speaking persons. These conferences, 
locu.sing on iwrticular problems indigenous to the different areas, were held in: 

I>enver. Colorado. February 16-18. 1971. 
Dallas, Texas, ?'ebrnary 22-24,1971. 
San Diego, California, March 2-4,1971. 
Atlantic City. New .ler.sey, March 17-19. 1971. 

Subseijuent to the 1971 conferences, representatives of the Office of the SpanLsh- 
Speaking I'rogram have participated in regional conferences on the Sixteen Point 
I'rogram sponsored by regional Federal Executive Boards in Seattle, Washing- 
ton: Portland, Oregon: l/os Angeles, California: Albuquerque, New Mexico; 
El Pa.«io, Texas; Hoston, Mas.snchnsetts; New York City : Sarasota, Florida; 
Atlanta, Georgia ; and Denver, Colorado. As an extension of these local confer- 
ences, the Comnii.ssion Regional Federal Equal Employment Opportunity Repre- 
sentatives have either sponsored or conducted sjtecial conferences in their re- 
spective regions. Regional Council meetings pnn-iously mentioned liave also 
served as meaningful conferences on the Sixteen Point Program. 

The latest roinid of conferences is .scheduled at these si.x cities during May 
and June 1974 : lios Angeles, Denver, Dallas. Kansas City, Chicago, and New 
York. The purpose of these conferences is to renew the commitment of the 
Federal Oovernment to reach the obje<'tives of the Spanish-Speaking Program, 
Federal officials and leaders of Spanish-speaking organizations in these cities 
and areas, tlirougli constructive dialogue, will identify and carry out effective 
actions together that will a.ssure that tlie Spanish-.speaking are being afforded 
equal opportunity in Federal employment. 

.*!. Develop plans for P'ederal agencies under Civil Service Commission Area 
Office leadership to work with high .schools in Spanish-speaking areas to make 
known job oi»portunities in the Federal Government and to counsel and encourage 
students to stay in .scliool. 

ACTION: In coojieration with Civil Service Commission offices and inter-agency 
groujts. such as Federal Executive Hoards, agencies have reinforced their con- 
tacts with high sch(M)Is in Spnnish-speakiiig areas through an increa.sed number 
of Career Da.vs and other school visits. In addition, many agencies have invited 
higli school students to tour their facilitie.s. To encourage students to remain in 
school, many agencies have sponsored visits to schools by minority employees for 
the purpose of showing students the advantage of completing their e<lucation. 

The .\pril 1974 Federal Personnel Manual Letter exhorts agencies to give 
consideration to the summer hiring of Siianish-speaking liigh school students 
to give them an understanding of. and an interest in. Federal career employment. 

9. Hire for summer emplo.vment in Federal agencies high school and college 
teachers from schools serving Spani.sli-speaking students to give them understand- 
ing of the Federal fJnvernment which the teachers can relate to students. 

Af'TlOX: A niunber of agencies hired Spanisli-surnamed high school and 
college teachers during the past summers. Although most of these hires were 
in the field, a .significant numl)er were employed in the 'VVasliington area, so 
that faculty narticipants could return to their classrooms with a broad under- 
standing of Government oi>erations from the central office level. 
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Tlie April 1974 Federal Personnel ManunI I^etter also calls the attention of 
agencies to the continued summer liiring of faculty memlK'rs from high school 
and colleges having signiticant Spanish-speaking enrollments. 

10. Make special effort to Inform Spanish-surnamed veterans of all availability 
of non-comi>etitive appointments for Vietnam Era Veterans through the GS-5 
level. 

ACTION: We have initiated and are continuing a series of actions to assure 
that Spanish-surnamed veterans are informed about non<-onii)etltive appoint- 
ment opiiortunities in the iVderal Government: 

Develoi)ed a bilingual pamphlet, "Ks IJsted Veterano?", describing the 
Veterans Readjustment Appointment Program. 

Distributed thi.s pamphlet to State Employment Commissions, military 
separation centers and Spanish-speaking organizations. 

Acquired names of returning Spanish-surnamed veterans from Spanish- 
speaking orgauiKations and informed them of the VRA Program. Jn addi- 
tion, name listings of these veterans have been distributed to agencies for 
consideration in tilling positions through use of the Veterans Readjustment 
Appointment Authority. 

Some recent examples: 
In Februar.v li)73, the Commission's San Juan, Puerto Rico Area Office 

worked with the Veterans Administration in Gna.vama, Puerto Rico, in an 
effort to inform local veterans on how to apply for Fe<ieral cmidoyment. 

Also in Febnmry 1973, the Area Jlanager of the Commission's Wichita. 
Kansas Area Office explained the Federal employment .system to Spanisli- 
siirnamed youtli leaders during a statewide youth conference held by tlie 
GI Forum. 

In December 1972. the Cliairman of the Civil Service Commission and 
other Commission officials, including the Director of the Spanish-Speaking 
Progi-am. met with the Xatiomil Chairman of the American (>1 Forum to 
discuss equal opportunity in Federal employment for Spanisli-.speaking 
Americans. 

The December 1973 and .January 1974 issiies of the Commis.sion's Ln Mexa 
Jiedonda publication provided agencies with additional information on the 
hiring of Spanish-speaking veterans through the Veterans Readjustment 
Appointment Autliority avenue. Also included was publicity to the American 
GI Forum's Veterans Outreach Program, located in Denver, Colorado. 

11. Re<niire Federal agencies to review their EEO action jilans and minorit.v 
employment figures and make any necessary revisions to a.ssure the full appli- 
cability of the plans to Spanisli-snrnamed population. 

ACTIOX: As required by the Equal Emjiloynient Opportunity Act of 1972. all 
a^encie.s have submitted E<iual Employment Opporttinity Plans of Action for 
our review. After the initial review for legal requirements, the EEO plans have 
been given in-depth reviews involving a comprehensive analysis of the plan by 
several CSC offices, including the Spanisli-Speaking Program Offic-c. Final ap- 
proval of a number of agency plans was withheld because of lack of sufficient 
emphasis to the Sixteen Point Program. Notifications to the agencies informed 
tJiem of mmliticatioiis we felt were needed to nmke tUem more effective. 

12. Review with agencies the staffing of the Ecpial Employment Opportunit.v 
programs to a.ssure that there is understanding in the program of the special 
problems of the Spanish-spt^akiiig. 

AfTfOy: Federal Personnel Slanual Letter 713-1S. dated .Tanuary 23, 1973. 
dire<'ted agencies to apjioint Sixteen Point Program Coordinators to serve as the 
principal staff advisors and focal point for program direction. As of May l.'i. 1973. 
80 headquarters and field installation Sixteen Point Program Coordinators had 
been designa ted. 

Additional letters from the Chairman of the Civil Service Commission have 
lieen sent as follow up to agency heads to as.sure that qualified. conunilte<l. and 
capable coordinators are named. In addition the April 1974 Federal Personnel 
Manual Letter contains further instructions on the naming of coordinators to 
serve on a full-time basis. 

13. Provide additional training programs on EEO and personnel management 
for managers in areas of Simnish-speaking iKipulation. 

ACTIoy: Civil Service Commission headquarters and regional offices have 
conducted a substantial number of courses and seminars for managers on the 
Sixteen Point Program. In addition, the Commission's Regional Training Centers 
have emphasized the Sixteen Point Program in all training courses for Feder.'xl 
managers and supervisors on equal employment opportunity and personnel man- 
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ageinent. Several special courses, such as "EEO and the Spanish-Surnamed" and 
the newly-designated course for Sixteen Point Program Coordinators, first 
offered in .Inmiary 1973, have been developed. 

Two Commission regions, San Francisco and Penver have offered specially 
designetl courses for Spanish-Speaking Program coordinators. 

14. With the Department of liabor, explore the feasibility of establishing an 
Intergovernmental Training Facility for upward mobility and skills training for 
Federal, State, and local employees in the SoutJiwest. 

ACTION: This training facility is now a reality. With a Department of Labor 
allocation of $432.f)00, the Intergovernmental Training Facility began operation 
in January 31, 1972, at a site on the campus of the University of St. Mary's in 
San Antonio, Texas. 

The Center has develojied a curriculum of over 20 courses designed specifically 
for the educational and skills training needs of lower level (GS-7 and below 
or equivalent) employees in the Southwest. Courses included in the curriculum 
have been selected on the basis of the individual trainee's ni^ds, and on the 
basis that the skills and knowledge they gain can be of use to the governmental 
agencies within the employment area. 

The curriculum of training is offered by capable staff utilizing pre- and post- 
testing and the latest teaching equipment. All training conducted through the 
Center is "individualized," focusing on the sjiecific needs and learning levels of 
the participants. The effect of this approach has been a near 1<I0% success rate 
among participants, minimal "dropout" of trainees, and strong support of (he 
program by Federal, State, and local agencies. 

From .Tanuary 31, 1972, when the (^enter first opened its doors, tbroiich Jan- 
uary 31. 1973, a total of 1.S44 governmental employees were trained through 
the Southwest Intergovernmental Training Center. This number exceeded by 
over 190^^' the goal which was set at the Center's estal)lisliment of 900 employees 
trained during the first year. Of the 1..S44 jiersons trained, 71.9% were Federal 
employees and 28.1% were State and local employees. Also, participation 
among minority group employees has been high: 63% of the trainees were 
Mexican-American: 11% were Xegro: and 26% were Anglo. For the two-year 
peri'id of operation, 3,8.51 employees were trained. 52% of whom were Spanish- 
spenking. 

There is tangible evidence reflecting the quality and effectiveness of the 
Center's training. For examyile. approximately 9.5% of the trainees in typing and 
stenography have qimllfied for Certificates of Proficiency upon completion of the 
training. These certificates qualify individuals for clerk-typist or clerk-stenog- 
rapher positioni^. The Center has awarded 156 typing and 221 stenography 
CerflflcTtes of Proficiency. 

In addition, 16.5 trainees enrolled in the General Education Development 
(GED) course have successfully completed the five-part high school equivalency 
exam and have been awarded a High School Equivalency Dii)lonm by the State 
of Tox.ns. The "pass" rate among participants completing the training has 
exceed(>d 90%. an excellent record for this type of training. 

The training has had a definite effect on the upward mobility and assignments 
of former participants. The data obtained through a recent survey report 
reflects that: 

72 were promoted: 
114 received reassisnment (employee placed in a different job) ; 
67 were assigned new duties in the same iob : 
416 showed evidence of improved job performance in the same job. 

These chances came about despite a work force reduction and a "freeze" on 
promotions. We can expect more upward mobility by those who have received 
training at the Center. ^Inny of the particinants have only recently graduated 
and the effect on their careers of the training will be reflected in the near future. 

15. Cn'Iect n^ces.oary data and broaden annlvsis of minority statistics to bring 
out spp'-'nl information relating to employment and upward mobility of Spanl.sh- 
surnnined persons in the Federal Government. 

ACTTOV.' The Commission's report on the November 30. 1971. census of minor- 
ity employment in the Federal Government added a section dealing with a 
broader analysis of Spanish-surnnmed emjiloyment in the Federal Government. 
This analysis has been a continuing feature. In addition, we are developing a 
capability for preparing more detailed statistics on all minority groups, including 
Spanish-speaking, which will show promotions, selections for training, separa- 
tions, and new hires, among other things. 
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16. Require EBO reports from agencies to reflect special information on 
•Spanish-surnamed persons and to include in the Civil Service Commission agenda 
for EEO evaluation questions directed at particular problems relating to em- 
ployment and upward mobility of Spauish-surnamed persons. 

ACTWN: In November 11)72, the Commission released the results of a nation- 
wide special study on the Sixteen Point Program. luforniatlou for the study was 
obtained primarily from department and agency progress reports and from a 
series of reviews by Commission representatives at 77 Federal held installations 
throughout the country. A nunilier of problems were identified. Chief among 
these was the lack of demonstrated commitment to the program in some 
agencies, guidance to subordinate units from the headquarters levels which 
caused a lack of understanding of the program at the field installation level. As a 
re.sult of these findings, the Chairman of (he Civil Service CouimiS!<ion, on 
September 1, 1972, wrote to the heads of the 10 largest Federal agencies, whose 
total work force composes over OOCf of Federal employment. He asked these 
agency heads to view the Sixteen Pf)iiit Program with the sense of urgency that 
existed at the outset of the i)rogram and he called on them to appoint Sixteen 
Point Program Coordinators. On January 2.3, 1973, the Commission issued Fed- 
eral Pei-sonnel Manual Letter 71.5-lS iiifurming agencies of the results of the 
special study on the Sixteen Point Program and directing all agencies to appoint 
Sixteen Point Program Coordinators to serve as the principal staff advisors and 

focal points for program direction. 
The Commission's agenda for evaluating agencies' equal employment oppor- 

ttuiity programs has been revi.«:ed to include specific coverage of the goaLs 
and objectives of the Sixteen Point Program. Ajiiiroximately .'W reviews are ccm- 
dncted monthly by the Commission, the majorit.v of which include coverage and 
recommendations on equal emjiloyment oiiiKsrtunity. 

The Commi.ssion's Oflice of the Spanish-Siieaking Program has been In con- 
tinuous contact with agencies' hcndqnarters officials to assure that guidance 
on the Sixteen Point Program reaches the local levels where it must make its 
inaior impact. 

In .Tanuary 1974 the Commission updated its guidelines for evaluation cover- 
age of the Spanish-Speaking I'rfigram. Tliese were transiiiittt»d to agency conrdi- 
imtors through a special letter and to agency personnel officials thrnngli flie 
April 1974 Federal Personnel Manual Letter. These guidelines were designed 
to produce more results oriented coverage of the Program, particularly in the 
area of recruitment. 

ISfr. KATOR. Thank you, Mr. Chairman. 
This concludes our testimony. Mr. Co55tales and T will be glad to 

answer any questions you have to the hest of our ability. 
Mr. EDWARDS. Thank you xovy much. ISfr. Kator. 
What is the present size of tlie Spanish-speaking program staff at 

the Pivil Service Commission headquarters? 
Mr. K.\TOR. At the headquarters level, the total staff is five in the 

program. 
Tjct me add, Mr. Chairman, that we discussed this at our last meeting, 

altliough the staff. I believe, at that time was three, it has been in- 
creased by two professional staff members. The staff in the regional 
oflloes has been increased considerably. We have in our resrional 
offices five Spanisli-speaking persons who are workinsr directly in the 
Eoual Employmerit Opportunity Office, and in addition have other 
Spanish-speaking persons wlio serve from other divisions of the re- 
gional offices of tlie Coiuuiission. who serve as coordinators of tlie 
Spanish-speaking program and bring their particular expertise to the 
prol)lems that we face. 

In addition, of course, as I indicated la.st time, the entire Commis- 
sion is involved in a.ssuring equal oiuiorttinity for the Spanish speak- 
inir. T mentioned the intensification of our evalution efforts. We added 
4.') people to our evaluation staff on the basis of the Equal Employment 
Opportunity Act. 
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Now, many of the evaluations tliat are done by tliis staff are aimed 
at what agencies are doing with regard to the Spanish-speaking pro- 
gram. So I am always concerned that a fair picture of our level of 
effect is not given when we just say how many do you have in one 
particular aspect of the Commission's operation regarding the Spanish 
speaking. 

Mr. PvDWARDS. "Well, we are concerned, of course, too, Mr. Costales—• 
and you have two assistants, is that correct? And who are they, Mr. 
Costales? 

^Ir. COSTALES. I have three professionals. 
Mr. EDWARDS. i\jid who are they ? 
Mr. COSTALES. One is Mr. Csirlos Esparza, one is Mr. George del 

Valle, and the other is Ms. Ana Bauza Jankowski. 
Mr. EDWARDS. Now, Mr. Kator, in your testimony you mentioned 

that Chairman Hampton has requested that Spanish-.speaking pro- 
gram coordinators be appointed for the 10 largest Federal agencies. 

What agencies specifically are included ? 
Mr. KATOR. Mr. Chairman, all Cabinet departments and all major 

agencies which we define as agencies with 7.500 or more employees, 
are required to have full-time Spanish-speaking coordinators on their 
staffs. 

Mr. EDWARDS. NOW, that directive was about 1% years ago. 
How many coordinatoi'S have actually been appointed ? 
Mr. KATOR. Mr. Chairman, if I may, the directive on fiill-time coor- 

dinators was issued just recently with the last FPM letter. That was 
dated April 5, 1974. The prior directive referred simjjly to having 
coordinators that could be part time, they could be. full time. Now 
all agencies have coorilinatoi's. but what is liappening since the April 
directive is that they are assigning persons on a full-time basis to serve 
as coordinators. 

Mr. EDWARDS. What you arc saying is, the fiist program did not work 
very well, so that in the last few weeks you felt that yo\i had to 
strengthen it bj' insisting that full-time Spanish-speaking coordinators 
be apjwinted. 

Is that correct ? 
Mr. KATOR. We felt that the addition of full-time strength to the 

Spanish-speaking coordinatore would assist in further program imple- 
mentation, and for tliis reason, insisted that a<rencies have it. 

Mr. EDWARDS. And how many do the agencies have now ? 
Mr. KATOR. GO ahead, Mr. Costales. 
Mr. COSTALES. We have seven dejiartments that have fvdl-time coor- 

dinators at this time. We have four depaitments or agencies that have 
given us a firm commitment that they will be appointing full-time 
coordinators. 

Mr. EDWARDS. So you have 7 out of 10. 
Is that correct ? 
Mr. COSTALES. Yes. 
Mr. EDWARDS. And are these seveji Anclos, or are they Mexican- 

Americans, Spanish speaking, are they Puerto Eicans? What are 
they ? 

Mr. COSTALES. Tliey are all Spanish sneaking. 
Mr. EDWARDS. Thev are all Spanish speaking. Ai'e some of them 

Anglo Spanish speaking? 
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Mr. CosTALES. No. They are all of Spanish ancestry. 
Mr. EDWARDS. NOW, at what level, what GS level are these coordi- 

nators placed ^ 
Mr. KATOR. Mr. Costales may answer that better than I. My knowl- 

edge is that they vary at grade levels. 
Gene, do you have any better data i 
Mr. COSTALES. They vary from grade 14—we have one grade 14, two 

grade 12*s, three grade 13*s, and another grade 14 on a full-time basis. 
Mr. KATOR. In other words, Mr. Chairman, they are fairly liigh 

placed in terms of the GS schedule. 
Mr. EDWARDS. Are they all male ? 
Mr. COSTALES. Yes. 
Mr. EDWARDS. YOU do not have any women at all in these high 

positions ? 
ilr. COSTALES. Not on a full-time basis. We do on a part-time basis. 
Mr. EDWARDS. NOW. do these coordinators actually determine policy 

with regard to recruitment and hiring of Spanisli-speaking people 
within these agencies ? 

Mr. CosTALt:8. They recommciul and they influence policy. 
Mr. KATOR. Ijet me add, Mr. Chairman, that the policy, of course, on 

equal employment oppoitvuiity is made by agency heads and directors 
of equal employment opportunity, and as Mr. Costales said, the role 
of the Spanish-speaking coordinator is to influence that policy and to 
point out the need for action regarding the Spanish-speaking program. 
They are not ojjerating officials. The coordinator is a staff official in an 
advisory capacity. 

Mr. EDWARDS. Are j'ou finding that the people who are in charge of 
recruitment and hiring are consulting with them, cooperating with 
them, and taking their message seriously ? 

Mr. KATOR. Very much so I believe. AVe are trying to improve this, 
and I think we are, by means of the equal employment opportunity 
action plans which agencies must submit to the Civil Service Com- 
mission. AVe try to make sure in those plans that there is a reflection 
of a special interest of the Spanish-si>eaking persons, and that these 
are built into the recruitment program, the evaluation programs, and 
other aspects of employment situation. 

Mr. EDWARDS. Xow, the committee is pleased, of course, that the 
figures that you bring us today are an improvement over the statistics 
of 2 years ago, an increase in Spanish-speaking employment in the 
Federal Government from 2.9 percent, I believe, to 3.1 percent, I 
believe. 

Is that correct, in 2 years ? 
Mr. KATOR. Y'es, sir. 
Mr. EDWARDS. Xow, can yon break this figure down into GS-9 and 

above category ? 
Mr. KATOR. Mr. Chairman, let me see exactly what you mean. 
Mr. EDWARDS. I mean, are these low level jobs or higher level jobs we 

are talking about ? 
Mr. KATOR. NO, these are fairly  
'Sir. AICCLORY. If the Chairman will yield. 
Mr. EDWARDS. Yes,Mr. McClory. 
Mr. MCCLORV. I notice in the gentleman's testimony you state that 

at the GS-9 level and above there is a 38-percent increase. "We do not 
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have a numerical designation, so if you could tell us how many there 
were and then how many there are now, then we would know wliat 
the increase was to arrive at that 38-percent figure. 

Mr. KATOR. T do have here, T think, .'some figures that will be useful. 
If I may. Mr. Chairman, let me gi\-e you figures from November 

19f)9toMay:U,1973. 
Now, in tlie better-paying general schedule jobs, there was an in- 

crease in total full-time employment of 41.475 jobs. 
Mr. KDW.\RI)K. Is tliis (TS-9 and above, did you say ? 
Mr. KATOK. This is total general schedule, t will break it down. 
Employment of Spanish-speaking citizens in this schedule increased 

by 0.30.3 jobs during that 3i/^-year period. 
Now. as I indicated. Congressman .AfcClory recognized, this was 

1.5.2 percent of the total increase, and o7.7 jiercent of the 6,303 was at 
GS-n and above. Now. I can break that out. the increase at GS-9 to 
GS-11 was 20.2 i)ercent. The increase at GS-12 to GS-13 was 13 per- 
cent. The increase at GS-14 to GS-18 was 4..") percent. 

Mr. EDWARDS. The inci-eases yon mentioned last I am snre you are 
not pleased with because the statistics were so low in May 1972. start- 
ing out at GS-12, 1.1 for Spanish speaking, and then from then on 
the figures deteriorated, from 0.8 percent. 0.8 percent. 0.8 percent, down 
to 0.4 percent for the very highest. 

Mr. KATOR. Yes. 
Mr. EDWARDS. AS a matter of fact, just 2 people, 7 people, 22 people 

in figures like that. But your testimonv is that this im])rovenient in- 
cludes an appropriate proportion of higlicr le\el positions. 

Mr. KATOR. Yes, Mr. Chairman. 
I do not want to leave any misappreliension or misTrndei-standing. 

Let me, if I may, show you the number of employees that were added 
at these various levels. The overall figures that we had indicated of 
percentage of Spanish-speaking persons, say. in the grade—15 level, 
might not have changed significantly. It is probably 0.9 or 1 percent, a 
slight increase above the figure you indicated, but in number of pei-sons 
from GS-9 to G.S-11, for example, there were 1,274 Spanish-speaking 
persons added to the rolls: in GS-12 to GS-13. there were 821 Spanish- 
speaking persons added to the rolls: in GS-14 to G.S-18. there were 281 
Spanish-speaking pei-sons added to the j'olls. 

Now, you are quite right, we are not hajipy. We are pleased that 
we are making ])rogress. We think we are on the riffht road, and we 
anticipate further progress, but we have no idea of relaxing in any 
way the strong effort we have been making in this area. 

Mr. EDWARDS. Mr. Kator. are you aware of any political influence 
that was used in the selection of Spanisli-speaking people to fill jobs 
below the supergrade level in Ci\il Service ? 

^fr. KATOR. Not to my knowledge, Mr. Cliairman. 
Mr. EDWARDS. How about you. Mr. Costales? 
M^r. COSTALKS. Not to my knowledge either, Mr. Chairman. 
Mr. EDWARDS. YOU had not heard of any being used in other areas 

of the Civil Service Commission ? 
Mr. COSTALKS. I have not. 
Mr. EDWARDS. You, Mr. Kator ? 
Mr. ICATOR. NO, sir. 



Mr. Cliairman, let me nmke clear that your question w&s related to 
political influence i-egarding appointment of Spanish-speaking 
persons. 

Mr. EDWARDS. Yes. 
Mr. ICATOR. I have no knowledge of that at all. I do not want to in- 

dicate that there have not been questions from time to time of i^olitical 
activity that the Commission has, of course, investigated and taken 
appropriate action. 

Mr. MCCLORY. Would the gentleman yield ? 
Mr. EDWARDS. Yes. 
Mr. MCCLORY. Would you regard it as political influence if a Mem- 

ber of CyOngre«s writes a letter of recommendation on behalf of a 
constituent or a friend ? 

Mr. KATOR. No, sir; we do not regard it. 
Mr. McCrx)RY. A question of political influence would only arise if 

someone in the executive branch or someone who is in a position of 
influence or authority in the Congress, for instance, would pressure yon 
or try tf)—or threaten some retahation if you did not hire a particular 
person or something of tliat nature ? 

ifr. KATOR. That is right. Mr. McClory. We consider referrals as 
perfectly legitimate. This is a proper way of being able to obtain the 
most qualified person for the job. A per-on who is referred is simply 
considered along with other persons, and then as long as the selection 
is made among the best qualified persons in acrordance with Civil 
Sei'vice regulations, this is not political influence, in our itidgment. 

Mr. EDWARDS. Are Spanish-speaking persons being hired to fill non- 
EEO positions ? 

Mr. KATOR. Certainly, Mr. Chairman, the numbers that I have given 
to you here in positions Grades GS-9 and above, for example, there 
are just not enough EEO positions there for all the Spanish-speaking 
pereons appointed. These are operating positions, and the Spanish- 
speaking persons are now becominjr a full v integrated part of the Fed- 
eral establishment in many, many different types of jobs. 

Mr. EDWARDS. Very good. 
Now, I have a coujile more questions. 
Two years aco this subrommittee susrgested that the Civil Service 

Commission adopt the method of self-identification in determining the 
ethnicity of Federal employees for statistical purposes. AAHien vou tes- 
tified in March 1072 you were opposed to that proposal, sayin.i tliat 
the Commission had tried it and that it had been unsncce&sfni. The 
Civil Rights Conmiission has also recommended that this method of 
self-identification be employed as the method most accurate and the 
most protective of employees' privacy. 

Has the Civil Service Commission given further thought to im- 
plementing the subcommittee's recommendation ? 

Mr. KATOR. Yes: we have, Afr. Chairman, based on the subcommit- 
tee's recommendation, we looked agaiji at what had happened when 
the Commission instituted n proirram of self-identification of minority 
employees, and after consideration, decided that it would be wrong to 
go back to that system, and that we wei-e more likelv to have correct 
statistics based on the svstem which we now use. which is supervisory 
identification worked into our ADP system« where we believe there 
are suiRcient controls to make sure that the figures are accurate. 
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Mr. EDWARDS. The subcommittoe also recommended that the Civil 
Service Commission undertake studies of the Federal Service entrance 
exam to determine wliether or not it unfairly discriminates against 
minorities, and whether it is in fact a job-related test. At that time no 
validation of the FSEE usage, the empirical method as described by 
American Psychological Association's Committee on Testing, had been 
made. To date, what has the Civil Service Commission done to insure 
that the testing methods it utilizes in selecting employees conform 
to the same criteria required by the Supreme Court in Griggs versus 
Duke Power Co. ? 

Mr. KATOR. Mr. Chairman, as I indicated in our testimony 2 yeare 
ago, we felt that the Fedeial Service Entrance Exam was a valid 
examination. If we did not think it was valid, we would not have used 
it. It is not necessarj' to subject it to the criterion technicjue of valida- 
tion in accordance with the APA standard, since it is wliat we call a 
construct test, and it is subject to the requirements of a construct 
validation. There is, of course, empirical data to support the constructs 
as related to job performance. 

But let me go further than that and indicate that Ave are looking 
and have looked very carefully at the Federal Service entrance ex- 
amination, and I am sure we will be making certain changes in it, but 
T think the most important thing is tliat over the period of the last 
IS months, and since we testified before your committee, we liave 
worked and arc working witli the Eqtial Employment Opportunity 
Commission, the Civil Rights Conmiisslon, the Department of Lal)or, 
and the Depai'tment of Justice, all of whom are inembei-s. along with 
the Civil Service Commission, of the Equal Employment Opportunity 
Coordinatinsr Council established by the EEO Act of 1972. Ti'e are 
Avorking witli those agencies to develop a uniform selection guide- 
line. 

Now, these would be based on the guidelines that the Equal Employ- 
ment Opportunity Commission issued in 1970 for test validation. Any 
test that we will use. we are confident will meet those particular selec- 
tion guidelines. Now, they are not completed yet. The staff is working 
long and hard to be able to come up with a diaft which we could 
present to the coordinating coinicil, but if we are able to agree on a 
final draft—and I personally believe we will be able to do so in my 
judgment-—then these guidelines would be aijplicable to private em- 
ployers. State and l<x"al governments, and I am confident that the 
Civil Service Commission as well would consider adopting them for 
Federal testing. 

So, what I am indicating to you. Mr. Chairman, is that any tests 
that we will use will be in conformity with such guidelines as are issued, 
based on the work that is now being done. 

Mr. EDWARDS. Thank vou. 
I would like to include in the record at this point the statement of 

our colleague from California, the distinguished gentleman from San 
Dicjo. Congressman Lionel Van Deerlin. 

[The prepared statement of Hon. Lionel Van Deerlin follows:] 

STATEME.VT OF HON. LIONEL VAN DKEBMN. A REPRESENTATIVE IN CONGRESS FROM 
THE STATE OF CALIFORNIA 

Mr. Chairmnn: RepresentiriK as I do a district in which there is a large num- 
ber of .Mexionn-.\niericans tlie matter of Federal employment of minorities is of 
great importance to me. 
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As the committee Is well aware, the Federal Government, through its depart- 
ments and agencies, is attempting to guarantee equal employment opportunities 
for Mexican-Americans. The Department of the Navy's Office of Civilian Man- 
power Management has, on paper at least, what could be a workable method for 
achieving this goal. Unfortunately, the system appears to be breaking down at 
regional and local levels. 

The Bureau of the Census estimates the number of persons of Mexican heri- 
tage in my own San Diego district at 11 per cent Yet employment of Spanish sur- 
iiamed persons at naval Installations in the area is only about 7.3 per cent. In 
the GS rating category the picture is even worse, with only 3.7 per cent Spanish 
surnamed personnel. In light of the above, one might presume that every effort 
would be made to improve the situation. In fact, the Navy's Affirmative Action 
rian recognizes the need for such an effort at the national level. It permits the 
hiring of full time SpanLsh-speaking program coordinators to perform basically 
a threefold task: recruiting qualified potential civilian employees from the com- 
munity, providing information on available positions, and maintaining contact 
with the Spanish-siwaking community. 

Yet in this the largest naval area In the United States—an area which also has 
one of the highest percentages of Spanish-sijeaking population—the Spanish- 
Speaking Trogram has not been successfully implemented. Of seven naval facili- 
ties in San Diego with more than 500 civilian employees, only one has a fulltime 
coordinator to carry out these responsibilities. Obviously the jjermissive lan- 
guage of the Affirmative Action Plan is not enough to encourage hiring of full- 
time coordinators, and those in charge of civilian employment at the basis are 
not doing .so voluntarily. In most cases the responsibilities of the coordinator 
are routinely assigned as part time work for a Deputy Equal Employment Oppor- 
tunity Officer. 

I strongly feel that the Affirmative Action Program should be fully implemented 
without delay. Steps should be taken to require the hiring of fulltime bilingual 
Spani.sh Speaking Program coordinators at installations with substantial civilian 
manpower and large Spanish-speaking populations. Tliese individuals should 
\>e fluent in the Spanish language and otherwi.se qualified to carry out the duties 
of the position. If at all possiltle. additional staff should be provided the National 
Spani.sh Speaking Program Coordinator. I am attaching herewith a letter from 
the Executive Director of the Cliicano Federation of San Diego County which 
contains additional suggestions for action hoped for by the Spanish Speaking 
Community. 

It is my hope that the Committee will favorably consider my suggestions. Your 
continued efforts to achieve equal employment in government agencies, and your 
attention to the situation in the San Diego area is gratifying indeeil. I am par- 
ticularly grateful for the opportunity of presenting these comments to the 
Committee. 

Mr. EDWARDS. I yield to Mr. JfcCloTy. 
Mr. MCCLORV. Thank you very much. Mr. Chairman. 
I am interested first in notinj; tlie progress that has been made. I 

think it is well when we are indicatinfr our criticism of the deficiencies 
of tlie civil rights legislation, and it applies in all areas, I suppose, that 
we recognize, too, the steady progress which is occurring in all areas 
of promoting greater human rights and greater equality of treatment, 
regardless of questions or race, color, se.x, language, and whatnot. I 
note a little confusion, however, in this proldem. It seems to me that 
the .Spanish surname or Spanish language—.Spanish speaking, I guess 
we call it—identification is in a sense a problem in itself. 

In other words, we are not sure what we are identifying, are we, or 
are we ? 

Are we identifying Spanish speaking or are we identifying Spanish 
surnamed, or exactly what is the identification as you interpret it? 

]Mr. IvATOR. The identification as we interpret it—and ^Ir. Costales 
may want to add to this—is persons of Spanish descent. We simply use 
the words Spanish speaking in order to get uniformity among Federal 
agencies. That is the nomenclature which has been adopted. The 
Spanish surnamed is a little bit of a problem, because the surname 

40-120—76 3 
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may not be Spanish, although the person may be of Spanish descent. 
And so we liave adopted the nomenclature of Spanish speaking, and 
this applies to persons who are Spanish surnamed, who are Spanish 
speakmg, persons of Spanisli descent, Puerto Rican descent, Mexican 
descent. 

Mr. MCCLORY. DO we include third and fourth and fifth generations 
of Spanisii-descent individuals? 

Mr. KATOK. Technically we would. It depends on the way the in- 
dividual is recognized in the work force generally, and I think Mr. 
Costales, I would be correct, would I not, that there would not be any 
difference in terms of generations ? 

Mr. COSTALES. I think you would be correct. 
Mr. KATOU. We would identify. Mr. Mcf'lory  
Mr. MCCLORT. A'OW. in connection with the job applications and 

the recordkceping of the Civil Service Commission, do we keep an 
identification in our records with regard to Spanish surnamed ? 

Mr. KATOR. NO; we do not note employment records as such as to 
whether an individual, the ethnicity or race of an individual. What 
we do is maintain a separate record apart from tjie employment records. 
This is the way wc develop our statistics for the census period and how 
we are able to develop the data that I give at hearings of this kind. 

AVc do this by a supervisor making an identification of a new em- 
ployee, for example, coming on board, indicating tliat this individual 
is of Spanisli descent. Let us assume for the moment there is no ques- 
tion. It is very clear that the individual is Spanish speakin«r, has a 
Spanish surname, is of Spanisli do?c;'nt. That is entered into, in most, 
agencies, on A DP equipment, wliicli lists the social security number and 
tlie identification of the iiulividual ethnically. This data is not u.sed 
for any other purpose except for (lie purpose of developing a census. 
It is a T-ecord kept separate and apart from employment records. 

jVfr. MCCLORV. IS the individual requested to identify himself ac- 
cordinir to his ethnie background i 

Mr. KAIXIR. XO, Mr. McClory, be is not. 
Mr. MCCLORY. SO that it is sort of a iudgmental determination of 

the interviewer, then, that determines whether the person is Spanish 
surnamed or not ? 

Mr. KATOR. Yes: I suppose if there are any questions that might 
arise in tlie individual's mind, be might indicate or ask for informa- 
tion on this point. But generally speaking, it is supernsor identi- 
fication, and I think we have generally indicated that we feel our 
records and the identifications are fairly accurate; in fact, are more 
than fairly accurate. I believe they are accurate. Obviously, there will 
be some mistakes. There is no question about that. We do not think the 
magnitude of the error is great, and we are developing a system now 
for making spot checks in agencies to assure that the data that has 
been suiiplied to us corresponds with what actually appears on the 
roles of that agency. 

Mr. McCix)RY. Last month one of ray sons married a Chinese. She 
is applying for Federal employment now. Her name is McClory. 

Would you regard her as Chinese or would you  
Mr. KATOR. Yes: we would i-cgard her as Chinese. 
]\fr. MCCLORY. That does not change my identification? 
Mr. KATOR. It docs not change yours. 
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Mr. EDWARDS. YOU are still Swedish. 
Mr. MCCLORV. HOW about the next generation ? 
I do not know what it is going to look like if we have one. But I 

am wondering. 
Do we get a special advantage, or are we lumi)ed in with tlie rest 

of the Irish ? 
Mr. KATOR. "Well actually, it will depend how the individual, as I 

indicated, holds himself or hei-self out in the communitv. If lie or 
she holds himself out as a jx-rson of Chinese ancestry, this is generally 
the nomenclature that would be used. 

Mr. McC'ix)RY. We have a vei-y high percentage, in my opinion, of 
Spanish speaking in my congressional district. origiiuxUy Puci-to 
Rican, now increasing rapidly with Mexican American primarily. We 
have devoted a lot of attention to education and other aids of tliat 
kind. And aside from that, it seems to mc that our principal etfoit 
has been toward helping secure employment opportunities in private 
industry. 

Do you have any special information about discrimination in pub- 
lic employment that relates to the 13th District of Illinois that you 
are aware of? 

They have not brought this to my attention. That is why I do not 
think the Spanish speaking in this specific area regard the problem 
acutely. 

Mr. KATOR. I have no special information on that at all, Mr. Mc- 
Clory. Mr. Costales may have. 

Mr. COSTALES. No; I do not. 
!^Ir. MCCLORY. We have the State convention there each year of 

the GI forum. The Spanish-speaking community is a popular group 
there, and they have good general support from public officials, in- 
cluding me. But I have not, it has not taken on the sort of ladical 
or explosive nature as it has in the Southwest. 

Mr. KATOK. The only thing I was going to say, Mr. ^fcClory, is that 
I do know, and I think Mr. Costales will bear me out, that Illinois and 
other States in the Midwest are increasingly attracting persons, 
Spanish-speaking pei-sons, and one of our conferences with Spanish- 
si)eakhig groups will be held in Chicago. But we are bringing in 
Federal officials from the surrounding areas and other States as well 
in this Chicago region, l)ecause the Spanish speaking are no longer 
simply concentiatecl in the Southwest. They are an integral part of the 
total population and live in all areas. 

Mr. MCCLORT. "WTiat I tried to do is, where we have programs spe- 
cially designed to help the minority groups to insist that the Spanish 
speaking be included in those programs—Hcndstart and Follow 
Through, and that sort of thing—where educational opportunities are 
afforded, special education for minority groups. .Vnd tlien we liave— 
they want to establish a centei-, a S|)anish-speaking center where they 
could have the counseling services and that sort of thing provided, aiid 
we ha\e established that. I think we have two or three—two, T irui^ss— 
aldermen in the city council in AVaukegan. Tony Fragrero I know 
for one—and members on the park board. It seems to me that a verj* 
gr)od way for Spanish speaking to gain recognition and respect in the 
connininity is to run for public office and get elected, and to demonsrrate 
tiicir full citizenship in public service. 
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Mr. KATOR. I would certainly agree, Mr. McClory. 
Mr. MCCLORY. I do not think I liave any further questions. 
Mr. EDWARDS. Thank you, Mr. McClory. 
Mr. Drinan? 
!Mr. DRINAX. Thank you very much, Mr. Cliairman. 
I want to commend you on the progress that has been made over the 

past few years. I was not a member of tliis subcommittee 2 years ago 
when you held the hearings, but I have read tliem very carefully. And 
I wonder if you could comment on what botliers me and I am sure 
bothers you all the time, that it seems that the Spanish speaking are 
making less gain than other minorities. For example, the Oriental com- 
munity has a population of 0.5 percent of the total population, one- 
half of 1 percent, and yet at the present time they hold 0.8 percent of 
Federal employment. Tliat is 0." percent above parity. Similarly, the 
Indians with only 0.4 percent of the total population'hold 0.7 percent 
of the Federal employment. That is a plus of 0.3 percent. They are 
above parity, too. 

Similarly for the blacks, that they are above parity. They have 
rouglily 15 percent of all Federal employment, and they have 11 per- 

•cent of the population. Yet the Spanish speaking do not seem to come 
near that at all, 

Would you have any comments on that ? 
Mr. KATOR. Mr. Drinan, I guess I am troubled with tlie tise of 

word "parity" because I am concerned about lining up groups of Fed- 
eral emploj'ces in relation to their descent and indicate that they arc 
entitled or should have a cei'tain amovmt of employment based on • 

Mr. DRIXAK-. YOU have a good point, sir. I am troubled by the word, 
too. But I think that we are talking about the same thing, about the 
same plienomenou, that the Spanish speaking seem to be lagging back. 

Mr. KATOR. Yes. Let me answer that this way, then. I was going to 
add that there is no question that employment as related to population 
is an indicator, and it is a point of departure for looking to see whether 
there ai'e problems. And I am suic we would agree on the undesir- 
ability of the parity idea. 

Let me just add this one dimension, that as a gi'oup the Spanish 
speaking are younger tlian other groups. Actually, there were 6 mil- 
lion Spanish-speaking persons 16 yeai-s and over in 197."), accounting 
for 4 percent of the Nation's civilian noninstitutional population. In 
other words, if we arc talking what is available in terms of the popu- 
lation, that figure would be closer. If we took everybody 16 years and 
over, the figure would be 4 percent, and of course in Federal employ- 
ment we have 3.1 percent, a much closer figure. Actually, teenagers of 
Spanish origin comprise a proportion of the Avorking age population 
nearly ll/^ times that of their counterparts in otlier groups. The 
median age, for example, for the Spanish speaking is 20 years as op- 
posed to median age for total population of alx)ut 26.8 years. So I 
think tliesc are two factors we have to look at. Tliis is the Ixjdy of people 
that we would draw from for employment. 

Now, I just want to indicate that they are probably closer in line 
than what might appear if you just looked at population figures gen- 
erally. Of course, the other questions then are interest in a Federal 
employment, past experience, questions of farm employment. There 
are many, many reasons, I imagine, historical!}', why this apparent 
discrepancy exists. 
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I know I have talked to Henry Ramirez of the Cabinet committee on 
why in California, for example, we have a lesser employment of the 
Spanish speaking, approximately 6 percent, while they are 15 percent 
of the population in the State. But you need to look beyond population 
figures to factors such as age, tliat I indicated, as well as to whether 
the group is in rural employment, for example, where they could not 
be located near Federal employment, and where they would not likely 
acquire the necessary skills because of having been in rural employ- 
ment and farm employment for long periods of time. 

Mr. DRINAN. Welh'those are the facts that I had not really reflected 
upon. But our colleague. Congressman Roybal, in the hearings 2 years 
ago, indicated that at the present level of progress for better em- 
ployment or more employment for Spanisli speaking it would take 
them 60 years to get to parity, for lack of a better word. 

Do you think that is a fair estimate, then and now ? 
Mr. IvANTOK. I think not, Congressman Drinan. I think that the 

rate of progress is accelerating and in my judgment, within a matter 
of years I think the figure that we have indicated to you here will be 
even significantly increased. I do not think there is any question 
that Federal agencies are now reacliing out actively to assure equal 
employment opportunity for the Spanisli speaking, which may not 
have always been the case in the past. 

Mr. DRIXAN. Do j-ou think that progress could be increased if the sec- 
ond recommendation of this subcommittee 2 years ago were carried 
out—namely, that adequate staff in the Washington and regional offices 
should be given? 

I know that you have increased from three to five. 
Would you feel tliat a larger number of personnel would be helpful ? 
Mr. KATOR. Personnel are always important, Mr. Drinan. No ques- 

tion about tliat. I do not think, though, that in the job that we are after, 
as far as the Civul Service Commission is concerned, which is providing 
the leadership and direction and getting the job done out in the field by 
the Federal agencies, that the program would be greatly benefited 
simply by having moi-e people involved at the headquarters level. 

Mr. DRIXAX. On the numl^er of Spanish speaking actually employed, 
roughly 40,000, roughly 50 percent, work for the Defense Department. 

I wonder first, does that figure include Puerto Ricans in Puerto Rico 
who work for DOD there ? 

ifr, KATOR. Mr. Costales tells me no. 
Mr. DRIXAX. Has any thought been given to some sort of a stated 

preference for Spanish speaking as jobs are being phased out in DOD, 
as you say yourself here that the number of Federal jobs are going 
down and the number of civilians in the Defense Department will con- 
tinue to decrease, I would assume ? 

Has any thought developc<l as to any preference that might be given 
to Spanish-speaking people already employed there ? 

Mr. KATOR. NO, no thought has been given to a preference. I think it 
would probably be unlawful if we were to provide such a preference. 
But I think it is important to keep in mind that despite the large cutoffs 
in the Department of Defense, the Spanish-speaking employment there 
has not gone down to the same extent as the total employment has. 

Mr. DRINAN. Well, that prompted my question, sir. And I concede 
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tliat the term "preference" is a bad one. It is Monday morning, I am not 
good at words yet. 

But Iiow did tliat liappcn that the Spanish speaking retain the same 
proportion? 

Jlr. KATOR. I am not sure I can answer that. It depends wliere, of 
coui-so. tlie cuts in the DOD fall, and things of tliis kind. But they were 
not given any special preference in terms of retention. I think cer- 
tainly, every effort was made to place ))ersons wliere tliey could be 
placed. The Department of Defense has clone this, and apparently this 
has worked out sufficiently Avell for the Spanish sjx^aking so that their 
atti-iiion has been less than other groups. 

^Ir. DiuxA.v. Where would be the biggest military installation where 
tlie ma joritj' of these jieople work, almost 40.000 ? 

Mr. KATOR. Gene, help me <m this, wotdd you, please? Kelly Air 
Force Base in Texas would be one place. 

Mr. CnsTALEs. California is a good State for the Department of De- 
fense. Also, the Soutliwest part of the country and the Great Lakes 
area with the Department of the Navy. 

^Tr. DRINAX. All right, thank you. 
I assume that Cubans ai-e included amongst Spanish speaking. 
Has any attempt been made to include or exclude out for the purpose 

of the statistics? 
In other words, I do not think thev are skewing the minority statis- 

or a more meaningful graph of what is happenins: to the Spanish 
speaking in this country wb.o do not happen to be Cuban refugees? 

^fr. KATOR. I do tiot think so, Mr. Drinan. because most of the 
Cubans are still, or large numbers of thorn, certainly, still noncitizens, 
iind we are not able to employ noncitizens except under special circum- 
stances. Therefore. I do not think you would find large numbei-s of 
Cubans employed in the Federal GoveiTimeiit. That is my guess. 

In other words, if Cubans were not included could we see a different 
tics on Spanish sneaking. 

^fr. DRINAX Fine,thank VOU. 
One last question, now. I Icnow that the whole question of the test is 

complicated, and vou snoke to it before. 
Is there anvthing that you would want to add to your statement 

about the Fedei-al service entrance examination and its validation? 
'Sir. KATOR. Onlr this. T do not want to leave the imnression that we 

think that evervthing that we do is nei-fect, because it is not. We do 
Think we have Tot a food test liere. We are looking at it and there will 
herhanp^esniadeinit. lean assure vou of that. 

I think wbnt is very ifrinortant is the work that we are doing in con- 
nection with the Ennal F>mr)loyment Opnortunitv Conmiission and the 
other agencies in developing validation guidelines. Our tests, I can 
a.ssure you, will meet those validation Tuidelines, so that there wijl 
he no question that they are fair to all pereons regardless of their 
^ack^round. 

Mr. DRINAN. In that connection—this is reallv my last, auestion—^in 
that connection, when Elliot Richardson was Secretary of HEW, he 
beiran to develop a new philosophy, so to sneak, and it was outlined in 
the previous hearinfrs and people have spoken of it, that Mr. Richard- 
son said that America is t.umin.T awav from the melting pot concept 
and now looks toward minority cultures and ethnic groups to continue 
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to preserve their traits. And he said, I think, as I recall, that he felt 
tlirtt mental health services and physical health services can best be 
administered and delivered to a Spanish-speaking population by 
Spanish-speaking administrators and practitionere. 

Is your office moving in that direction ? 
Mr. KATOR. Only in this sense. Mr. Drinan. We are moving in it in 

the .sense that we do believe that the ability to speak Spanish, for 
example, in dealing with Spanish-speaking persons is a very important 
ability and that we do provide a basis for matching the'Spanish-speak- 
ing persons with those kinds of jobs. Also, in the border patrol, for 
example, in the Justice Department, where all the border patrolmen 
arc re<[uired to know Spanish, we have changed oiir requirements so 
that now additional points, or credit, will be given for those persons 
wlio aie able to speak Spanish. 

So in a sense I tliink we are moving somewhat the way Mr. Richard- 
son outlined, except wo are doing it not on cultural factors, but rather 
on the ability to communicate where it is necessary to do that with a 
particular group. 

Mr. DRIIS-AX. Thank you very much. 
I yield back to the cliairman. 
Mr. EnwAKDS. Ms. Cliavez ? 
ifs. CiiAVT-z. Mr. Kator, when you testified before this subcommittee 

in March of 1972 you made the statement that the mmibcr of minority 
emi)loyees from Xovomber 1069 to May 1971 increased by 3,100, while 
the total Federal employment decreased by 23,487. I notice this morn- 
ing that you made a similar statement saying that the Federal em- 
ployment statistics contiinie to show that despite employment cutbacks 
ami budget limitations, the number of Spanish-speaking Americans in 
the Federal .service is increasing steadily. 

Now. it would seem to me tliat the Spanish-speaking community is 
ooncei-ned not just that they have a proportionate share of Federal 
jobs, but that the total number of Federal jolis available increase. And 
I am somewhat at a loss to luulerstand why the Civil Service Commis- 
sion consistently draws attention to the fact that there is a decrease 
in employment wliile lau<ling the fact that there is an increase in 
minority employment. And pei-haps you can enlighten me on tliat. • 

Mr. KATOR. Well, Ms. (^havez, tlic reason for that is that if you are 
in a situation where agencies are stalling up or building np stall and 
are really employing people on a wholesale basis, it is much easier to 
make progress. AVe are simply trying to indicate that in a,tight labor 
market as far as employment of pei-sons is concerned, that it is more 
difficult to make the kind of progress we arc all seeking. In fact, it seems 
to us that if you lune an overall decrease in employment and at the 
same time have nn increase in Spanish-speaking employment, that this 
is really more difficult than if yoii were simply having an increase on 
both sides of tlie Icilger. And that is all we arc'trying to indiciite. 

>rs. CHAVF.Z. YOU wouhl agi'oe. tlien, that wei-e there more jobs 
available in tlie total work force, that there would probably be a con- 
comitant increase in the Jiumbcr of jobs available for Spanish-speaking 
persons ? 

^fr. KATOR. That wonld be conjecture, but I ha\e no reason to doubt 
tliat that is exactly what would happen. 



86 

Ms. CHAVEZ. Also on page 3 of your testimony this morning you 
speak of training courses and seminars. 

Could you tell me who these training courses arc for, and what their 
purpose is? 

Air. IvATOR. Yes. ilr. Costales knows more about tliis than I do. 
But they are basically—and I would like to have him answer the 
question^—they are basically directed to coordmatore and Federal 
managers. 

Jlr. Costales, would you amplify that, please ? 
Mr. CosT.VLES. I think we are talking about several types of train- 

ing courses. The main tvpe of training course that we had in mind was 
for the coordinators, Spanish-speaking program coordinators. And 
this involves the total EEO process. We talk about recruitment, affirm- 
ative action plans. We are trying to develop the coordinators so that 
they can be effective as fast as they can. 

The other type of training courses and the seminars that we are 
speaking of, is making sure that we tap into any EEO course for man- 
agers, for supei-visors, for personnel, is to ascertain that the Spanish- 
speaking program is ade<iuately covered within those training sessions. 

Ms. CHAVEZ. YOU are not, then, running training programs which 
would provide upward mobilitj' for Spanisli-sijoakuig employees in 
the Federal Government, I aasume ? 

Mr. COSTALES. That is not what we were talking about in the 
testimony. 

Mr. KATOR. Tjct me add, if I may. that we are. however, in fact doing 
that, and not onlj- for Spanish speaking as such, except in our Soutli- 
west Intergovernmental Training Center. Those are primarily upward 
mobility courses. 

Wouid that not be right, Mr. Costales ? 
Mv. COSTALES. Yes. 
Mr. KATOR. These are largely upward mobility courses helping 

people gain the skills that will help them move ahead. And while the 
center, of course, is not confined just to teaching of Spanisli-speaking 
pei'sons, a large—-as I indicated, over 50 percent, over half—in fact 
in tlie first j-ear it was over 70 percent of the persons who attended the 
center were Spanish s)ieaking, and in the 2 years since it opened over 
50 percent are Spanish speaking. So in a sense we have it there. And 
of course, Spanish-speaking persons participate in our total govern- 
mentwide upward mobility programs, which many agencies, including 
HEW, Commerce, and Defense, have very extensive operations in 
upward mobility. 

Ms. CiiAM^z. Does the Civil Service Commission have any studies 
or reports showing progress under the upward mobility trainhig pro- 
grams which provide  

Mr. KATOR. I do not Icnow what T might have. We are building into 
our data system an ability to identify persons who have gone through 
upward mobility courses and have then been able to use those skills in 
higher level jobs. If I may. I would like to be able to look at what data 
•we have and supply the subcommittee. Mr. ChaiiTuan, with your per- 
mission I would be delighted to do so. 

Mr. EDWARDS. Veiy good. 
[Information on upward mobility follows:] 
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tT.S. CIVIL SEBVICE COMMISSION, WASHINGTON, D.C. 20416 

UPWABD   MOBILITY   ACTIONS   OF   SELECTED   AGENCIES 

As part of their EEO Affirmative Action Plans, agencies are required to submit 
a summary narrative of Upward Mobility actions achieved for lower level em- 
ployees (below GS-0 or equivalent) during the previous year. These reports 
show progress made toward goals established by each agency and describe, in a 
general way, the nature and level of efforts to provide meaningful, results- 
oriented opportunities for lower level employees to advance in accordance with 
their potential. 

Xew instructions to agencies, targeted for September 1974, will outline proce- 
dures for reporting specific data through CSC's Central Personnel Data Kile. 
S?uch data, when summarized, will show each specific instance of Upward Mobil- 
ity training and development exiwriences reported by eacli agency by minority 
group designator and will relate to uniform reporting elements which will then 
enable us to report program impact Government-wide. 

Yet without this detailed information at hand, we have evidence of substantial 
Upward Mobility activity reported by agencies. The following are examples of 
such activity reported by agencies: 

—Naval Material Conmiand reported over 950 lower level employees in Upward 
Mobility programs. 

—Naval Air  Systems  Command  Headquarters moved  68  non-professional 
employees into trainee positions leading to qualification for higher level 
target positions. 

—Army's White Sands Missile Range established specific target positions 
for nearly 200 employees and Redstone Arsenal enrolled 150 employees in 
Upward Mobility training toward 80 occupational series. 

—Department of Commerce reported 5,677 lower level employees enrolled 
in Upward Mobility i)rograms. 

—GAO designated 89 positions for lower level employees to become qualified 
as management analyst assistant and claims adjudicator assistant. 

—Agriculture designated over 1,300 positions in 20 occupational series for 
Upward Mobility. 

—NIH entered 90 employees Into technician or paraprofessional jobs leading to 
psychologist and physical therapist positions. 

—GSA, through a formal training agreement, selected 80 employees for train- 
ing into accounting, computer, legal, archival, personnel, and statistical 
career fields. 

—HBWs Audit Agency, through job restructuring, created new bridge posi- 
tions in the Management Analyst and Management Assistant series for 24 
lower level employees. 

Some of these programs did not exist eighteen months ago. A host of other 
agency programs are operational or are evolving which are committed to real 
opportunities for lower level emplo.vees. Several other agency Upward Mobility 
programs are in earlier stages of development and are being reviewed by our 
staff to strengthen and expand such opportunities. 

One major step toward improved Upward Mobility programs has been the 
development of more definitive guidelines whicli emphasize the critical role of 
effective jjlanning. Tliis FPM Letter has been widely coordinated among agencies 
and will Ije distributed during July 1974. An advance copy is attached here for 
the Committee's information. 

Attachment. 
U.S. CIVIL SERVICE COMMISSION, 

Washington, D.C, June 28,1974. 
FPM letter No. 713-27. 
Suliject: Upward Mol)ility for lower level emi)loyees. 
To: Heads of departments and independent cstablislimeats. 

Substantial progress has been made by Federal agencies to provide employees 
opfwrtunities for Upward Mobility. Guidance to assist agencies in the.se efforts 
has been issued in such areas as training, jol) restructuring, skills utilization, 
testing and evaluation. This FPM Letter brings together pertinent provisions 
of these issuances and provides furtlier as.sistance to agencies in planning 
and implementating Upward Mobility programs. It supplements EEO Affirmative 
Action planning and reporting requirements related to Upward Mobility con- 
tained in FPM Letter 71S-22, dated October 4,1973. 
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BACKGROUND 

The Federal Government has its greatest investment in ix'ople. As an employer 
each Federal agency seelvs to curry out its mission througli people and thereby 
reach its established goals and i)urposes. People as eiiiplo.vees also have goals 
and aspirations. When these two sets of goals can mesh and complement each 
other, mutual satisfaction results. 

One of the areas in which employer and employee goals meet is Upward 
Mobility. It is through Upward Mobility that tlie agency and the worker mnve 
toward common goals. 

Historically, the Federal career ser^-ice has provided advancement opportuni- 
ties for those who enter it. The career service is a comprehensive system includ- 
ing many career ladders, and provides for career counseling, career development 
and trjiinliig opportunities, and merit competition for i)lacement of qualified 
employees to move to higher iK)siti(>ns. Therefore, Federal employees have tra- 
dilionally hud certain Upward .Mobility opiwrtunitics. 

I'pward Mobility opportunities must, of course, be available to all employees 
on a non-discriminatory basis. There are, however, direct implications for an 
agency's EEO program. By assisting employees, including minorities and women 
in lower graded positions to gain skills and thus advance within the system, 
Ujiward Mobility programs will have a positive impact on an agency's overall 
EEO posture. 

AOEXCV BEQITIREME.NTS 

As a part of the affirmative actions to be included in their Eipial Employ- 
ment Opiiortunity plans. Federal agencies are required to develoj) and submit 
specific plans which will a.ssure a continuing results-oriented. Upward ilnbility 
effort. 

The recognition of Upward Mobility as an agency requirement is supported 
by two significant pronouncements. The President in Executive Order 1M7S 
states that agencies must . . . "utilize to the fullest extent the present skills 
of each employee . . . and . . . provide the maximum feasible opportunity to 
employees to enhance their skills so they may perform at their highest potential 
and adviince in accordance with tlieir abilities." 

The Equal Employment Oi)i)ortunity Act of 1972 (P.L. 92-2611 requires agen- 
cies to include in their annual EEO jilan ". . . . provision for the estaWi.shment 
of training and education programs designed to provide maximum opportunity 
for employees to advance .so as to perform at their highest potential." 

The law does not specify an.v minimum or maximum grade levels for Upw.ird 
Mobility efforts. Generally, however, the greate.st opportunity for impact is at 
the lower grade levels. Most agency programs, therefore, should focus <^)n pro- 
viding Upward Mobility opportimities for employees below the GS-9 (or equiva- 
lent) leveLs. 

DEFINI'nON 

To implement this concept of T'pward Mobility for lower level employees In 
the Federal service, the following definitir)n is established : 

Upward Mobility is a systematic management effort that focuses Federal per- 
sonnel i)olicy and practice on the develoi)ment and implementation of spiH-ific 
career opportunities for lower level employees (below GS-9 or equivalent) who 
are in positions or occupational series which do not enable them to realize their 
full work potential. 

Within this definition, Upward Mobility provides developmental opportunities 
to lower level employees which go beyond normal staff improvement jtracrices. 
For example, the design of liridge and trainee positions which enable hnvpr 
level employees to qualify for pre- or paraprofessional .lobs Is one means of pro- 
viding Upward Mobility. Affording tyjiing and related training to a GS-2 mail 
clerk who lacks qualification for an identified GS-2 or GS-.3 clerk typist position, 
or providing required training for a typist to qualify for a targeted stenograiihic 
position are otlier examples of t'lnvanl Sfobility. However, training and deveiop- 
niental efforts primarily designed to inqirove current occupational performance 
.should not be regarded as I'pward Mobility. Likewise, career intern, coo])('r:itive 
education, student employment, and other programs using outside recruitment 
are not examples of Upward Mobility for lower level employees. Each agency 
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should apply those concepts to develop a variety of Upward Mobility oppor- 
tanities adapted to its organizational and mission retjiiirements. 

PLA>;.\'IXn FOK UPWARD MOBILITY 

Planning is critical to program success. It is essential that Federal Govern- 
ment orRanizatioiis at every level follow a defined process to ensure tliat Up- 
ward Slohility plans will yield anticipated results. The recommendetl planning 
jircH-ess is described lu Attachment 1. A flow chart showing the sequence of the 
planning steps is appendwi as AttAcliment 2. Agenc}' planners should review 
these two attacliments carefully before developing tlieir plans. 

UPWARD MOBILITT PLA.N KEQllREMENTS 

I'pward Mobility plans are submitted liy agencies as an integral part of their 
EKO Affirmative Action plans. Xational Upward Mobility plans should desorilje 
the agency's total Upward Mobility effort and must contain instructions tu tield 
iiLslallations to plan for each of the following essential program elements: 

(1) identilication of target positions 
(2 I upi)lication of merit procedures for .selection of employees Into Upward 

Molfilify programs 
(3) development and delivery of counseling services 
(4) involvement of supervisors in program pianuing and implementntirin 
{')) design and deliverv of required training (Attachment 1 of Appendix II 

to Fl'.M I.ctter 713-22) 
r ti I develoimieut of evaluation and reimrting procedures. 
Additional assistance is aviiiluble to agency planners tlirough the Civil Service 

Commi.ssi(m's Office of Federal Kqual Kmployment Opportunity. 
Hvgiimnl Upward Mobility plans submitted to CSC Regional Offices should 

contain tlie following si)ecitic information : 
(II total numher of target jobs by occupational series and position title, to 

be lilled through Upward Mobility during tlie plan year 
(21 procedures lor communicating with, coun.-ieling, .selecting, and placing 

eligible employees 
(."}) descriptions of the training and developmental program.? available to 

employees selected for Upward Mobility (Attachment 1 of Appendix II to FI'M 
Letter 71.V22 for format) 

(-4) evaluation and reporting procedures. 
Further a.ssistance to tield installations is available through CSC Kegional 

Offices. 
ROLES AND SE8PON8IBIUTIES 

The development and implementation of effective Upward Mobility is a team 
effort. As a system, Upward Mobility is made po.ssible only tlirough the involve- 
ment of all facets of agency management. To ensure an effeirtive program, agen- 
cies should allocate sufficient resources and establish a central point of coordi- 
nation. One way to do this would be to designate a coordinator and otablisU 
an Upward Slobility working group whose functions would include planning. 
Implementing and monitoring program activities. Agencies might include in this 
grouii iiersons rejiresenting the following : 

(1) Equal Employment Opportunity Director and staff, responsible for a com- 
prehensive EEO Affirmative Action plan and program of which Upward Jlobillty 
is an essential part. 

(2) Personnel Staffing Specialists, who analyze data essential to the identifi- 
cation of problems, target positions, job re(juirements and elements of career 
ladders. 

(3) Budget and Finance staff, whose knowledge of the budget process can 
assist planners in estimating and accounting for agency dollar resouire-;. 

(4) Trainers, wlio can Identify appropriate training sources and assist in 
developing meaningful developmental experiences both formal and on the job. 

(5) Counselors, who are trained to provide initial and ongoing career coun.sel- 
ing for all employees and are especially qualified to meet counseling needs of 
those at tlie lower grades. 

(fi) Super\-isors/Managers, within whose operational areas T^pward Mobility 
may make the greatest impact and whose knowledge of job elements will assist 
In .shaping meaningful developmental exjierlences. 

(7) Employee Representatives, whose participation in planning can ensure 
an understanding of program goals and scope. 
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KEY REFERENCES 

In Implementing the planning requirements contained in this FPM Letter, 
agencies should refer to appropriate references listed in Attachment 3. A con- 
solidated Upward Mobility Planning Guide, now in preparation, will treat each 
of the plan elements in greater detail with particular emphasis on conducting 
skills surveys, identifying target positions, designing selection systems, develop- 
ing viable counseling programs, designing training plans, and setting criteria 
frjr program evaluation. This guide is scheduled for publication during third 
quarter. Fiscal Year 1975. 

BEPOBTINQ EEQUIBEMEXTS 

Alternative means of obtaining Upward Mobility program information from 
agencies, including possible use of the Commission's Central Personnel Data 
Kile, are now under consideration. When a final decision in this regard is made, 
agencies will be furnished detailed reporting requirements and instructions and 
sufficient lead time will be provided for any automated systems modifications 
that may be necessary. Agencies should defer making any modifications until 
such instructions are issued, but should continue to comply with the reporting 
requirements contained in Part B, Appendix II to FPM Letter 713-22. 

BERNARD ROSEN, 
Executive Director. 

Attachment 

THE UPWARD MOBILITT PLANNING PROCESS 

A fundamental precept of Upward Mobility holds that employees with po- 
tential who lack qualifications may become qualified for current or projected 
higher level vacancies. Successful person-position matching, therefore, requires 
careful planning to ensure a results-oriented program—one which can be pro- 
ductive for i»oth employee and manager. 

The attached Upward Mobility Program Planning Chart outlines the proce.is 
to be followed and the products which result from each planning phase. It is 
constructed to show the sequence of the essential steps to be taken as well asl 
the contiuuing cycle of feedback for plan refinement. 

IDENTIFYIKG  TARGET POSITIONS 

Critical to the preparation of the plan is the identification of appropriate target 
positions for which lower level employees will be developed. To arrive at the 
numl)er and kinds of target jobs, agencies should : 

First, analyze current and projected staflflng needs to determine the number 
and series of anticipated position vacancies and estimate when those vacancies 
need to lie filled (FPM 332 Appendix JI—Guide to Short-Kange Manpower 
Planning) 

Second, review current employee skills to determine which of these position 
vacancies may be filled through merit promotion procedures by persons who pres-. 
ently meet qualification standards. FPM 713, Subchapter 2 and Apjiendix A— 
Max-imum Utilization of Skills and Training) 

Third, determine which current and projected position vacancies are appro- 
priate for Upward Mobility purposes; review existing technical and professional 
positions to determine those which may be restructured for Upward Mobility 
purposes. Designate these as target joti). (Handbook X118 and Personnel Man- 
agement Series Pamphlet #26—Upward Mobility Through Job Restructuring) 

ASSESSING  EMPLOYEE POTENTIAL 

As n prerequisite to employee participation in an Upward Mobility program, 
the potential of eligible employees should be determined. Potential is defined as 
the ability (Including desire) to acquire and use skills and knowledges needed 
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to successfully perform higher level work, specifically in those kinds of occu- 
pations and at grade levels which could or will be targets for upwardly uiobile 
cui p loy t^s. 

A fundamental precept of Upward Mobility holds that employees with poten- 
tial who lack qualifications may become quaUfied for current or projected higher 
level vacancies. Successful jx^rson-positiou matching, therefore, requires care- 
ful planning to ensure a results-oriented program—one which can be produc- 
tive for both employee and manager. 

The attached Upward Mobility Program Planning Chart outlines the jiroc- 
ess to be followed and tlie products which result from each planning phase. It is 
constructed to show the sequence of the essential steps to be taken as well as 
the continuing cycle of feedback for plan refinements. 

IDENTIFYIKO  TARGET  POSITIONS 

Critical to the preparation of the plan is the identification of appropriate tar- 
get po.sition.s for which lower level employees will be developing. To arrive at the 
number and kinds of target jobs, agencies should: 

First, analyze current and projected staffing needs to determine the number 
and series of anticipated po-sition vacancies and estimate when those vacancies 
need to be filled. (FPJI 332, Appendix M—Guide to Short-Range Manjiower 
Planning) 

Second, review current employee skills to determine which of these position 
vacancies may be filled through merit promotion procedures by persons wlui pres- 
ently meet qualification standards. (FPM 713, Subchapter 2 and Appendix A— 
Maximum Utilization of Skills and Training) 

Third, determine wliich current and projected po.sition vacancies are appropri- 
ate for Upward Mobility purposes; review existing technical and professional 
positions to determine those whioli may tie restructured for Upward Moliility 
purposes. Designate these as target jobs. (Handbook XllS and Personnel Man- 
agement Series Pamphlet No. 26—Upward Mobility Tlirough Job Restructur- 
ing) 

ASSESSING EUPLOTEE POTENTIAL 

As prerequisite to employee participation in an Upward Mol)ility program, tlie 
potential of eligible employees should be determined. I'otential is defined us the 
ability (including desire) to acquire and use skills and knowledges needed to 
successfidly perform higher level work, specifically in tliose kinds of oc-cupationa 
and at grade levels which could or will be targets for upward mobile enipb)yees. 

^^^len agency employees are trained at agency expense, the training must be 
to meet demonstrated agency needs for trained manpower and be utilized by 
the agency. 

All training must be related to current or future duties within the emphning 
agency. Training for possible vacancies in other agencies is not authorized. 

An agency must use established merit promotion procedures in .selecting em- 
ployees for Upward Mobility training given primarily to prepare trainees tor 
advancement and wliich is required to qualify for promotion or for reassignment 
to a position with known promotion potential. 

For a more detailed statement, designed to equip agency managers, training 
specialists, EEO staffs, and others witli a working knowledge of the purpose of 
Upward Mobility training and the requirements of law and regulation which 
have a particular bearing on this kind of training, see "Training in Sui)port of 
Upward ilobility Program.s" (Attachment to CSC Bulletin 410-83). That state- 
ment is in harmony with policies on training appearing in Chapter 410 of the 
Federal Personnel Manual. 
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KEY UPWARD MOBILITY REFB^ENCES 

! 

Executive Order 1J348, Providing for tlie Furtlier Training of Government 
Emiiloyees, December 24, 1968. 

Execntive Order 11478, Equal Emplyoment Opportunity in the Federal Gov- 
ernment, August 8,1969. 

Public Law 92-261, Equal Employment Opportunity Act of 1972, March 24.1972. 
FPM 271 Subehapter 4, Nature and Use of Personnel Measurement Methods, 

July 1969. 
FPM 271 Subehapter 7, Training Agreements (also Appendix A Requests for 

Training Agreements), July 1969. 
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FPM Supplement 271-2, Tests and Other Applicant Appraisal Procedures, 
November 1&72. 

Fl'il 332 Appendix M, Guide to Short-Range Manpower Planning, December 31, 
1«73. 

FPM 335 Siibchaptcr 2. Merit Promotion Requirements, December 31, 1973. 
FPM I-etrer 335-10. Revised Instrnotions for use of Written Tests in Promo- 

tion and Intomal Placement, December 17, 1973. 
FPM Supplement 335-1, Evaluation of Employees for Promotion and Internal 

Pliicement, June 1909. 
FP.M 410, Training, Juno 1974. 
CSC Bulletin 410-83, Training in Support of Upward Mobility Program, June 

1974. 
FPM Letter 713-22, Equal Employment Opportunity Plans. October 4, 1973. 
Handbook X-118C, Job Quallllcation System for Trades and Labor Occupations, 

May 1969. 

CSC   PAMPHLKTS    (AVAII.ABI.p:   O.NLY    »R0M    SfeERI.VTKNDENT   OF   DOCUMENTS, 
U.S.   QOVEBNME.NT    PKINTINO    OFFICE,    WA8HIN0TON,    D.C.    2040a) 

Persionnel Management Series No. 19—"How to Make the Most of the Merit 
System". 

I'ersonnel Management Series \o. 24—"Guidelines for Agency Internal Evalu- 
ation of EEO Pnigrams". 

Personnel Management Series Xo. 2.")—"Guidelines for Federal Women's Pro- 
gram <'oordinators". 

i'ersonnel Management Series No. 26—"Upward Mobility Through Job 
Restrncfuring". 

FEEO-1—"Expanding  Opportunities—Women  in  the  Federal  Government". 
PS 14 June IOCS—•Jlalcbing Pers<m to Job—The Job Element Method . . . 

Wliat it is and How it Works". 
FILMS 

"Wlijit's the Matter with Alices?"—A 2.">-minute IGmm color !ilia for orientation 
of supervisors to Upward Jlobility concepts. May be purchased for .'i;2j!.5 per 
print from NEWSFILM USA, 21 W. 4(!th Street, New York. N.Y. 10;)36. 

"The Supervi.sor and E<]ual Employment Opportunity"—A 3.">-minute 10mm 
color tilm which dovelop.s a variety of opinions and attitudes toward the EEO 
program and presents a clear statement of the EEO responsibilities of Federal 
supervisors. May be purchased for $1S!") per print from DATAFILMS, 202.5 
Temple Street, Los .Vngeles, California 9(X)l!fi. 

"Remember My Name"—An IS-minute, lOiiim color film which presents views 
of Federal employees and managers on T'pward .Mobility. May be purchased for 
$74 i)er print from the National Audiovisual Center, Washington. I).C. 2n40!>. 

"T'pward Mobilit.v—The N.WAIR Way"—A .30-minute color fllm describing 
how Naval Air Systems Command conceived and planned its Upward Mobility 
program. 

Available on loan from CSC Central and Regional OfBces, the Regional OfBce 
of Xavnl Civilian Manpower Management or by contacting the nearest Naval 
installation. 

Ms. CiiAVT.?;. Ali-o on pajxe 3 of your tcstimonv, point Xo. 7, .von 
talk iibotit rovicwinjr ajroncy nflirmative action plans at hoadquarters 
and ropional levels to make sure that the plans are responsive to the 
needs of the Spanish speakinp. 

Have there been any instances in which aflirniative action plans 
have actually been tinned down becau.so they were not responsive to 
the needs of persons. Spanish-spcakino; per.-ons tryinp; to get Govern- 
ment employment ? 

y\r. KATXIK. Yes; many plans. 
Mr. Costales is involved in that particular phase of the operation. 

and he may want to comment on it. We. incidentally, foi- your infor- 
mation, review appro.ximately l.I^OO plans here at the headnnartevs 
levels and at each one of our regional odlces. So, we arc getting i-ight 
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down to -what eacli installation, each major installation, at least, is 
doing in terms of equal employment opportunity. 

But we have turned down plans, have we not, Mr. Costales, at the 
headquarters level here on that basis. 

Mr. COSTALES. I was going to mention, Over 50 percent of the plans 
that we have reviewed in our office, we make recommendations for 
modifications on those plans liecause they lack specificity in terms of 
the Spanish-speaking population. 

Ms. CHAVEZ. And have those plans then been changed so that they 
meet your objections ? 

Mr. CoBTALEs. Yes. 
Ms. CHAVEZ. One final question in response to Congressman Drinan's 

question about the increase in the rate of Spanish-speaking employees. 
You mentioned that you believed the increa.se has teen occurring at a 
more rapid rate in the past couple of years, and yet I notice since 19G9, 
the rate has been fairly consistently 0.1 percent per year. 

Do yon have any other information you would want to add to that? 
Mr. KATOR. Well, 0.1 percent would l)e, if eveiything remainded the 

same, 2..'>00 jobs a year. And if we could continue to do that—which I do 
not think we can unless the employment picture changes considerably— 
if we could continue to do that, it would be a very short period of time, 
I think, before we would meet whatever tj-pe of reasonable proportions 
people would think of as appropriate. 

Ms. CHAVEZ. YOU are using the figure for Spanish-speaking persons 
living in the T'nited States that is provided by the Census Bureau, arc 
you not ? Tlie 4.4 percent, I lielieve, as of the last census ? 

Mr. KATOR. T did not refer, Ms. Chavez, specifically to that figure, 
though I know tliat is the fii-st one that the Census Bureau did put out. 

Ms. CHAVEZ. Because that figure is now under question, I believe the 
Census Bureau itself was looking into that. 

Mr. KATOR. Yes, yes. 
Actually, my 4-percent figure came from Spanish-speaking persons 

who are 16 years and over. 
Ms. CHAVEZ. Would that not also have been gathered by the Census 

Bureau ? 
Mr. KATOR. Yes; that is a Census Bureau figure. As a matter of fact, 

if you take persons 18 yeai-s and over—wliich is really probably more 
of the labor niai'kct that we hire from—you find the figure is 3.9 
percent. 

Ms. CHA\T.Z. All riclit. thank you. 
Mr. EmvARDS. Well, Mr. Kator and Mr. Costales. we thank you for 

coming here today and reporting some progress. It is hard for the 
Chair to understand how you can handle a nationwide program, Mr. 
Co.stales, with you and two assistants. It is really very difficult to 
imagine, although I am not ever in favor of ballooning employment of 
Federal agencies in an luireasonable manner. But three people seems 
a little bit unrealistic. 

Now, I would like to put in the record without objection the state- 
ment of Senator Tunney of California. And I note in reading or glanc- 
ing OA-er this statement of Senator Tunney—and that of Congressman 
Van Deerlin—that they are very mucli disturWd over employment 
opportunities for Spanish-speaking people in the San Diego area, 
especially with the naval installations there. 
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And Senator Tunney also points out, which is something that Mr. 
Valenzuela will point out in his testimony, that the Veterans' Admin- 
istration is not doing a good job insofar as the employment of Spanish- 
speaking people are concerned. 

[The prepared statement of Hon. John V. Tunney follows:] 

STATEMENT OF HON. JOHN V. TUNNEY, A U.S. SENATOR FBOM THE STATE OF 
CALIFORNIA 

Congres-sman Don Edwards, I am pleased to have thi.s opportunity of sub- 
mitting comments, for the record, regarding the Spanish Speaking employment 
program within the federal government. Those appearing before you today will 
undoubtedly represent some of the same groups and Individuals who have con- 
tacted my office with respect to the problems of the Spanish s[)eaking In federal 
employment. Those areas of concern which have been brought to my attentiou 
are: 

(1) The lack of Spanish .speaking persons employed at Naval Installations In 
the San Diego area. As you know, San Diego, as do most cities in California, has 
a significant Spanish surname population. Estimates of the number of Mexican- 
Americans in greater San Diego range from 13-19%. In San Diego, Xaval in- 
stallations are the largest of the government's civilian employers, yet employ- 
ment of the Spanish .speaking is a dismal 7% at these installations. In the Los 
Angeles/Long Beach area the Spanish surnamed make up 18.3% of the popula- 
tion but only 7% of the Navy's civilian work force and in the Oxnard/Ventura 
area the figures are 19.G% of the population and 9.8% of the work force. To cor- 
rect this .situation I would like to see guidelines requiring full time Spanish speak- 
ing "Sixteen Point" coordinators be provided at all installations in areas of sub- 
stantial civilian manpower and Spanish surnamed population. 

(2) The lack of representation of Mexican-Americans in key public contact 
positions as jiersonnel analysts and inten'iewers, and as recruiters within Civil 
Service Commi-ssion. Clearly tlie intent of the "Sixteen Point Program" to assist 
Spanish speaking American citizens was to recruit Spanish speaking individuals 
for public contact positions within the Commission, and we must see that this 
intent is met. In this regard I would recommend that steps lie taken for the hir- 
ing of Spanish surnamed individuals in those identified public contact positions, 
as soon as possible. 

(3) The Spanish-speaking and Mexican-American population In Los Angele.s 
is larger than in any other city in the U.S. and North and Central America, with 
the sole exception of Mexico City. Thus, the Federal government's record of 
employment of this largest minority in I..08 Angeles and the entire state of 
California is particularly galling to those who support the attainment of equal 
opportunity and parity in employment when the record disclo.ses that: 

(a) The Vetcran.s' Administration Regional OtBce in I..0S Angeles is the 
largest in the U.S. In December, 1973, it employed 1136 personnel of which 
6.0% were Spanish-speaking. In San Diego, the Spanish-speaking employees 
at the Veterans Administration Hospital constitute 5.3% of the work force. 

(6) The Department of Housing and Urban Development, a major Federal 
employer with significant impact upon the low-income level citizen, particu- 
larly the Spanish-speaking has a dismal record of hiring the Spanish-speak- 
ing. In FX 72-73 there were a total of 273 Spanish-speaking persons employed 
by HUD, 1.72% of all HUD emplo.vees. This certainly does not indicate a 
policy whereby the Spanish-speaking are being recruited to work in the 
different housing agencies, let alone in reaching decision-making levels, 
commensurate with the size and needs of this sector. 

(c)  There is presently in Los Angeles, no substantial effort being made 
by the Administration to implement the aims and goals of the President's IG 
point program. 

In conclusion, I would like to as.sure everyone that I am not asking that 
Spanish-.speaking Americans receive preferential treatment. This is not the ca.«e. 
AVhat we must do Is in.sure that these individuals  receive equal  treatment, 
especially with regard to Federal employment. They do not and should not esi)ect 
less. 

Mr. EDWARDS. DO they have a coordinator over there ? 

46-120—75- 
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Mr. CosTALEs. Yes; and he was just recently appointed. 
Air. EDANARDS. J ust in tlie last few weeks i 
Mi: CosTAiEs. About a month. 
Mr. EDWAI4DS. And they knew we were getting started again. 
Mr. KATUK. Tliey knew we were getting started. 
Mr. EowAitDs. Ail right. 
And Senator Tumiey also says that HUD is not doing a satisfactory 

job at all, especially in the Los Angeles area. 
iJoyou ha\e an)- couientson HLD i 
Mr. KATOK. Well, let me just say, Mr. Chairman, what we cited was 

o\erall statistics. There is no question that there is an unevenness 
a u long agencies. 

Mr. EDWAKOK. That there are soft spots. 
Mr. KATOK. That is right. 
Mr. EuwAHDS. That ib what I am trying to bi'ing out. 
Mr. KATUK. Wii. are concerned about that. We. are aware of the" 

agencies, we believe, that need special attention; and we are providing 
tiiut special attention to make sure that the soft spots are corrected. 
And 1 am sure—I need not repeat my comments about the number of 
IX'ople at the headquarters level—I just want to emphasize that we have 
uKue tiuvn just three people. There are Hve people working on this. 

Mr. EnwAims. 1 understand that, but we are very interested in 
getting the work done. We are also interested in these couple of other 
soft spots tluit were brought out by Mr. Valenzuela. 

The Department of interior—are you keepiiig your eye on that 
Department i 

Mr. KATOR. Yes, sir; we are. 
AVe liave a connnitment from them, liave we not, Mr. Costales, that 

tliey will hire a full-time coordinator? 
Mr. COSTALES. Yes; that is right. 
Mr. MCCLORV. Will the chairman yield on that point? 
Air. EDWARDS. Yes; Mr. McClory. 
Air. AicCLOKY. Wo do not have nmch in the way of national parks 

in Illinois, and we only have 17!) total employees in the Department 
of Interior; but the percentage of Spanish speaking is zero. I would 
like you to employ at least one Spanish surnanied, to eliminate that 
goose egg there. 

I think that part of the Department of Interior activity would re- 
late to the Ijincoln home and things in the Springfield area which are 
not probably very indigenous to the Spanish heritage. But neverthe- 
less, it would seem to bo equitable to ju'ovide employment for at least 
some Sj^anish surname. I probnbly could mnke a few referrals. 

A[r. KATOR. AVe will call this to the attejition of the Interior De- 
partment. 

I might add. Mr. Chairman, if I may, while we are talking about 
the Department of Interior, and as oiie which has indicated to us they 
will be putting on board a full-time coordinator, that their progress 
while not where we believe it should be. cortainlv lias not been a static 
situation. In November of 1970, they had 8^1 Si)anish-sppaking per- 
sons, or 1.7 percent. In November of 197;^, thev had on board 1.42.5 
Spanish-speaking persons, at a percentage of 2.17. So there has 
been some not inconsiderable movement in thnt ajrenov over that 3-year 
period of time. And this is also true in the Veterans' Administration, 
which had 3,131 Spanish-speaking employees in November of 1970; and 
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in November of 1973, had 4,309 Spanish-speaking persons, going up 
from 2.1 to 2.5 percent. 

Mr. EDWARDS. Well, thank you. 
I trust that you will examine the testimony of Mr. Valenzuela and 

the statements of Tumiey and Van Decrlin with great care. 
And we tliank you very much for appearing today, Mr. Kator and 

Mr. Costales, and we will look forward to seeing you again in a year 
or so as to the progress you are making and the cooperation you are 
getting from the other agencies. Thank you very much. 

Mr. KATOR. Thank you, Mr. Chairman. 
[The prepared statement of Mr. Irving Kator follows:] 

STATEMENT OF IRVING KATOR, ASSISTANT EXECUTIVE DIRECTOR, U.S. Crv-n, SERVICE 
COMMISSION 

Mr. Chairman and members of the subcommittee, thank you for the opportunity 
to appear before your Stibcommittee to testify on the Federal employment situa- 
tion of Spanish-spealcing Americans. With me is Mr. Ilisinio Costales, Director 
of tlie Federal Government's Spanish-Speaking Program. Mr. Costales has pri- 
mary responsibility for providing leadership to Federal agencies in carrying out 
tlie President's program of equal employment opportunity for the Spanisli- 
si leaking. 

It is just over two years since we testified on the status of the Spanish-Speaking 
Pnigram before this Subcommittee. I would like to take this ojiportunity, there- 
fore, to provide a brief update on the major i)rogram activities undertaken since 
that lime. At the time of our previous testimony, the EEO Act of 1972 was on the 
verge of enactment and was enacted March 24, 1072. This gave us new authority 
iind additional funds to strengthen our total EEO effort, including the Spanish- 
Speaking Program. 

To take stock of progress made on the Sjianish-Speaking Program since its in- 
ception in Noveml)er 1!)70, the Commission (luring 1972 undertook a comprehensive 
.•^ludy to evaluate the effectiveness of Federal agency efforts in this area. We made 
onsite reviews at agency headquarters and at tield installations throughout the 
n.'ilion. The study showed many positive actions and accon;plishments but it was 
<Iear that the overall effort needed to be strengthened to achieve program ob- 
jectives. A need for more afiSrmative leadership and guidance from headqunrters 
til field installations was disclosed as well as a need for equal employment oppor- 
tunity action i)Ians to include specific items relating to tlie employment of the 
ojianish-spcaking. As as result of the.«e and otlier findings, the Commission Issued 
an instruction to Federal agencies (Federal Personnel Manual Letter 713-18) on 
.Tnnnary 23,107.'5, to inform them of the findings of the study and to direct them to 
take specific actions to overcome the program deficiencies which had been identi- 
fied. Departments and agencies were directe<l. for one tiling, to appoint Spanisli- 
Speakiug Program Coordinators at headquarters and field levels to serve as prin- 
cipal staff advisors and focal points for direction of the Spanisb-Speakintr Pro- 
gram. Agencies were further directed to review their staffing and recruitment 
pra<-tices to assure there were no unnecessary barriers to employment and that 
they t.ipped nil sources of Spanish-speaking persons in recr\iitment efforts: to 
identify pulilic contact positions calling for bilingual aliility : to use Spanish- 
sjieaking recruiters on recruitment teams ; to make particular use of flexibilities of 
the Cooperative Education and Veterans Re.idjustment programs as avenues for 
entry into Federal employment; to develop goals and timetal)les where they would 
lielp overcome ldentifie<l problems : to provide special training for managers on 
actions they should take to assure equal employment opportunity for the Spanish- 
speaking; and to make sure that action plans addressed the equal employment 
opp<irtunity concerns of the Spanish-.speaking. 

To assist agencies in taking these actions, the Commission increased Its staff 
nt headquarters and In the field and as a result was able to increase Its pro- 
gram guidance by a variet.v of means such as : 

(1 •) publishing n monthly newsletter. La Mem liedonda, to help Spanish-Speak- 
ing Program coordinators carry out their duties as effectively as po.ssilile; 

(2) conducting monthly meetings of Spanish-Speaking coordinators to ex- 
change information and ideas on solving problems: 

(3) designing numerous training courses and seminars covering the Spanish- 
Speaking Program; 
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(4) developing a guidebook for coordinators outlining their prog:ram respon- 
sibilities ; 

(5) developing a comprehensive Spanish-speaking recruitment sources book- 
let (Civil Service Commission Bulletin 713-33) ; 

(t>) publishing bilingual pamphlets designed to assist Spanish-speaking Job 
seekers and agency recruitment efforts; 

(7) reviewing agency affirmative action plans at headquarters and regional 
levels to make sure that the plans are responsive to the equal employment op- 
portunity problems of the Spanish-si)eaking; and 

(8) developing revised evaluation guidelines for use by Commission evaluators 
and agency personnel in evaluating the Spanish-Speaking Program. 

AVe also stepped up our evaluation of agency efforts, adding considerable staff 
to this activity. We strengthened our field capability to work with Federal in- 
stallations on the Spanish-Speaking Program, providing more onsite guidance, 
developing training programs, consulting with Spanish-speaking groups, and 
undertaking a variety of additional efforts. 

In addition to these and earlier efforts, the Civil Service Commission took otlier 
actions to assure accomplishment of the objectives of the Spauish-Speakiiig 
Program. 

In September 1972. Commission Chairman Robert E. Hampton asked the heads 
of the ten largest Federal agencies, whose total work force comprises over 
'.>0% of Federal employment, to view the Spanish-Speaking Program with the 
.sense of urgency that had existed at the outset of the program and to give the 
program their personal attention. He directed them to name Spanish-Speaking 
Program coordinators who would serve on a full-time basis. In the same com- 
munication. Chairman Hampton called on agencies to give i)articnlar attention to 
increasing employment opportunities for Spanisli-speakiiig Americans in tlie 
State of California where there apiieared to be skills in the S|)anisli-.speaking 
work force which were not being fully utilized by Federal agencies. 

In .luly 1073. Chairman Hampton began a series of consultations with leaders of 
Spanish-speaking groups. During the year he met several times with the national 
leaders of H'lAC, IMAGE. American GI Forum, and SEU. As a result of these 
meetings further positive actions have been taken and additional ones are being 
initiated. Among these are : 

A new instruction to Federal agencies will be released next week. The principal 
areas covered are: 

—assuring that full-time coordinators are operational in all Cabinet depart- 
ments and large independent agencies and setting criteria for appointment of 
full-time coordinators at selected field activities ; 

—developing more concrete action plans by agencies to overcome emijloyment 
problems of the Spanish-speaking; 

—intensifying recruitment efforts ; 
—evaluating program effectiveness as part of agency internal evaluation re- 

views ; and 
—assuring that the Spanlsh-si)eaking are included in summer employment 

programs. 
—.\lso, as a result of his meetings with the Spanish leadership. Chairman 

Hami)ton directed that a series of regional conferences between leaders of 
Spanish-speaking organizations and the heads of Federal field in.stallations 
be sponsored by the Commission to be held during May and .Tune 11^74 .it 
these cities: Los Angeles. Denver, Dallas. Kansas City, Chicago, and New 
York. The pun>ose of these conferences is to encourage constructive dialogue 
and action from both groups to deal with local or regional employment prob- 
lems affecting equal opportunity for Spanish-speaking persons. As a result 
of these conferences, we expect additional actions to be taken at the local 
level by Federal installations and by Federal E.xecutive Boards and Federal 
Regional Councils to move the program forward. 

In adilition to these activities, the Civil Service Commission, since our last 
ap|)earanee before your Subcommittee has begun a national undertaking to inform 
the Spanish-speaking public about Federal emp'oyment opportunities. So far four 
bilingual publications have been released: the first, descriliingemployment oppor- 
tunities for veterans under the Veterans Readjustment Act: the second, listing 
toll-free numbers to call CSC's Fnleral .Tob Information Centers across the na- 
tion; the third, describing the Federal personnel system from job announcement 
to merit promotion to retirement: and the fourth, answering sixteen frequently- 
asked questions about the Spanish-Speaking I'rogram. 
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In May 1074, we will piiblisli cmr newest bilingual booklet, giving belpful infor- 
mation to Spanisli-spealiing persons on how to fill out Standard Form 171, the 
itpplication form for Federal employment. 

Regardless of how well onr program dirertions are carried out hy Federal 
agencies, we know that the sum of our collective efforts will be evaluated on 
wliether the main objective, assuring equal emi)loyment opportunities for Ameri- 

•cans of Spanish origin, is lielng achieved. Federal emi)Ioyment statistics continue 
to show that, despite employment cutbacks and budget limitations, the number 
of Sp«nish-si)eaking Americans in the BVderal service is increasing steadily. 

In our testimony two years ago we rei>orted that Spanish-speaking persons held 
2.9% of total Federal jobs. Today they hold 3.1%. In terms of actual net gain in 
Jobs since May 31, 1!>71 (the reporting period on which we based our previous 
Testimony), the number of Simnish-speaking Americans in the Federal work force 
has moved from 75,.">;i9 to 78,243 on May 31,1073, (the latest date for which figures 
4ire available), or an increase of 2,7(>4 joli.s. This is particularly significant be- 
cau.se this increase occurred while total Federal employment was declining by 
over 53,000 jobs, thus retlucing employment opportunities for all i>ersons. These 
cTitbacks, largely afTccting Department of Defense agencies, could have had an 
Adverse effect on employment of the Spanish-si)eaking because half of all Spanish- 
speaking Federal employees are on the rolls of DoD agencies. Actually, however, 
There were overall gains in Spanish-sijeaking employment because of appointments 
in other agencies, most of which were in the better-paying white-collar jobs of 
the General Schedule. 

Between May 31,1972 and May 31,107.3, in fact, Spanish-speaking persons regis- 
tered the largest percentage gain of any minority group, with an additional 1,607 
jobs for Spanish-speaking Americans. With respect to overall progress made since 
the inception of tlie program, statistics reflect that total Spanish-speaking em- 
jiloyment has increased from 74.440 in November 30, 1970 to 78.243 in May 31, 
1973, a net gain of .3.794 positions in a '2Yj year period. AV'hile there was a numeri- 
cal decrease in lihie-collar employment, it is noteworthy that in better-paying 
General Schedule white-collar positions, Spanish-speaking employment during 
this period Increa.sed from 24.7(34 to 29.984, or a total of 5,220 jobs. 

Another indication of progress is that between November 19(59, the year Execu- 
tive Order 11478 on equal employment opportunity was issued, and May 1973, 
Spanish-speaking Americans accounted for over 15 jiercent of the total increase 
In white-collar Federal employment—6.303 out of 41,475 jobs—and increases in 
Spanish-speaking employment occurred at all grade groupings. In fact, nearl.v 
S8 i>ercent of the increase in Spanish-speaking employment occurred at grades 
GS-9and aliove. 

While Federal employment statistics for the Spanish-speaking show a rising 
trend, we cannot 1K> fully satisfied with the progress to date and will continue to 
move forward in every way iwssible. 

The Spanish-Speaking Program was built around Sixteen Points which foc\ised 
largely on outreach recruiting efforts to the Spanish-speaking population. Some 
of the original points were one-time efforts, some applied only to the Comml.'wion, 
and all have l)een largely accomplished. For example, our Southwest Intergov- 
<»rnmental Training Center, the establi.shment of which was one of the original 
Sixteen Points, has been oi>erational for two years and has served 3851 students, 
Ti'2fr> of whom wore Spanish-speaking. Certainly accorapli.shment of the original 
jioints has been the major factor in the employment gains so far. In addition, they 
have created an awareness on the part of Federal managers of the need to assure 
that the special concerns of this nation's second largest minority were addressed 
In our equal employment opportunity programs. Nevertheless, we have found it 
necessary to go beyond the Sixteen Points. New program efforts such as tlie desig- 
imtion of agency Spanish-Speaking Program Coordinators, 8teppe<i-up internal 
evaluation activities, CSC reviews of agency afHrmative action plan.s, and bi- 
lingual publications are just .some of the actions now underway and wliich were 
not among the steps originally set forth in the Sixteen Points. The program is 
now a stronger and more well-rounded effort, emphasizing equal opportiuiity for 
the Spanish-speaking as an integral part of a total EEO program. In sum. we are 
not just overcoming a static situation which existed before inauguration of the 
Sixteen Point Program, but want to assure a condition Government-wide in 
which there is true equal employment opportunity for all persons and in which 
affirmative action efforts are reaching the Spanish-speaking population so they 
can make a maximum contribution in terms of their skills and abilities in carry- 
ing out the important missions of Federal agencies. 
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That concludes our testimony, Mr. Chairman. Mr. Costales and I will be glad 
to au.swer quebtious to the best of our ability. 

Mr. EDW.VUDS. Our second witness today is Mr. Edward Valcnzuela, 
an old friend of the Committee's. Mr. Valenzuela is the president of 
IMACIE, a national organization of Spanish-speaking persons seeking 
the elimination of barriers and expanded o])portimity in Govcrnineiit 
employment for their community. As part of its program, IMAGE has 
instituted Operation Comi)liance. to monitor Federal agencj- efforts 
in the area of Spanish-speaking employment. 

We welcome you, Mr. Valenzuela: and would you be so kind as to 
introduce, both for the committee's benefit and for the stenogra[»lier, 
the gentleman and the woman with you. 

Mr. A^ALENzuELA. Tliauk you, Mr. Chairman. 
I would like to introduce Dianna Smitli and Mr. Manny Fierro. 

both knowledgeable pei-sons who have worked ver^' diligently in the 
past in promoting Government employment of the Spanish speaking. 

Mr. P^JWAKDS. We welcome j^ou both. 
Proceed. 

TESTIMONY OF EDWARD VALENZUELA, PRESIDENT, IMAGE. AC- 
COMPANIED BY DIANNA SMITH AND EMANUEL FIERRO 

Mr. YAIJ:XZUELA. I would like to thank the committee and the chair- 
man for this opiwrtunity to bring to your attention some of the con- 
cerns that we have—continuing concerns. The problems of tlu' Spanish- 
spe^iking underemployment in the Federal Government continues to 
be reallocated to obscure prioiities generally in Government. The Viet- 
nam war, the Watergrate, the fuel crisis, the Presidential impeachment 
proceedings all have caused our people to ask, when will we have our 
day. 

Your committee and your concern provide us now with a forum to 
air our complaints and some of the concerns that we do have. 

Mr. MCCLORT. Could I just interrupt? 
What is the relationship of the Vietnam war and Wategi-ate to 

Spanish employment that we are considering here now? 
Mr. VALKxzrrxA. It appeal's that every time we try to bring this 

problem to the fore, to tlie administration, to the Congress, it ap[)earR 
there is another priority always ahead, and we see now, since tlu^ 
establishment of this subcommittee, we have now a forum to which 
to bring our complaints, where this can be aired. 

IMr. EDWAKDS. We ha\e also had to cancel a couple of hearings be- 
cause of the impeacliment matter, Mr. McClory. 

^fr. MrCroiiY. Well, do you want us—you are not suggesting, are 
you. that we discontinue our impeachment inquiry in order to take 
up the Spanish-speaking problem ? 

Mi\ A^M.EXzrELA. I do not think I could suggest that to the 
committee. 

Mr. AffCLORT. Are you coriiplaining against the Congress now, or 
who are you coin]>laining against ? 

Mr. VAEEXZFELA. I am stating it seems there are always priorities 
which have prevented us from bringing this to the attention, to tlie 
emnhasis of the people who make the laws and to the administration. 

So, for that purpose, I do welcome the opportunity to be here and to 
bring some of our concerns. 



Mr. MCCLORY. Well, I do not see the relevance of tlie other chaigc:;. 
unless they are intended for some i^)rejudice uf^ainst somebody or other. 
And I do not know whether it is just a general prejudice or what the 
purpose is, but anyway, 1 question the wisdom of that kind of tv^U- 
mony as bein^ very persuasive with a congi-cssional counnittee. 

Mr. VALEN'zrr.i.A. Unfortunately, I cannot share the feelings of 
Mr. Kator and the Civil 8er\ice Commission as far as the picture being 
so rosy as far as the Spanish speaking. 

IMAGPj is a national organization. It is established for the purpose 
of pj'omoting Ciiovernmcnt employment for the Spanish speaking 
l)ecn.use we had be«n undeirepresented, because we had been far Ix'low 
in the ladder of employment, and especially in (ioverimient employ- 
ment throughout the land. 

IMA(rE was formed to bring about a just and fair representation 
of Ilisj)anics, or Spanish speaking in public employment. Since it was 
organized over a year ago. IMAGE has grown to be an organization 
with over 40 cJiapters and some 7,000 members across the land. We 
have the support of all of the major Spanish-speaking groups and 
organizations in our light to secure an wjuitable representation in 
Federal, State, and local governments, and to eliminate the obvious 
discriminatory practices tliey pursue. 

In the Govermnent, Federal Goveinment. for example, Hispanics 
liold only o.l percent of the jobs in a Federal work force in excess of 
2.n million employees, while constituting over 7 percent of the Nation's 
))opulation. 

The organizittion has developed what is called Project Comp1i:in''e. 
to bring attention to four spe<'ific agencies that we find have been the 
most blatant in disregarding the nrandates of equal emjiloyment oppor- 
tunity. It was also developed for the purpose of bringing our pica to 
electinl officials so that they can help us in providing concrete action 
to remedv this problem. 

Compliance, we find, nnist be i-equired of all Federal agencies so 
that the Spanish speaking is assured equal emjdoyment ppportimity 
in Federal employment. That is the goal of Project Compliance. Al- 
though most Federal agencies have failed in this area, four have been 
chosen for special attention because they are large employers and 
have significant oi>erations throughout the Nation and have blatantly 
disregarded the mandate and the responsibilities entrusted to them in 
providing equal employment oppoi-tunities to Americans of Spanish 
heritage. These agencies arc the Dejiartment of Transportation, the 
Department of the Interior, the Department of Justice, and the 
Veterans'Administration. 

The 16-point program was annoimced to provide equality of employ- 
ment oPDortunity for Spanish-sui'uamed Americans. The i"esponsibil- 
ity has been placed bv the executive branch on the Federal depart- 
ments and agencies. The executive branch has not acted to enforce 
compliance in carrying out the spirit and objectives of the Spanish- 
speaking employment ])rogram. 

The 16-point program, by having as its source of authority a mere 
press release has none of the attributes associated with legislation and 
therefore has been ineffective in achieving the equitable Federal em- 
ployment stance rightfully being sought by the Spanish-speaking 
people. 
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The historj^ of civil rights shows that without the intervention of the 
legislative and judicial branches, the rights of citizens and eqiiality 
of treatment and opportunity are not assured. It is resolved by 
IMAGE to enlist the support of the legislative and judicial branches 
in enforcing compliance on the part of Federal departments and agen- 
cies to assure that Americans of Spanish origin receive equal employ- 
ment opportunity in Federal emploj'ment. 

With regard to the Department of the Interior, as a major Cabinet 
agency with key installations and concentrations of personnel in areas 
of high Spanisli-speaking iwpulations through the Equal Employ- 
ment Opportunity program administered by the Department's Direc- 
tor of Equal Employment Opportunity, the Bureau EEO officers have 
oi)enly challenged the admmistration's 16-point program. This has 
resulted in appointment of Equal Employment Opportunity officials 
who are imaware of the employment concerns of the Hispanics; in 
complaints about flagrant discrimination; and in the lack of capability 
of developing a program that would result in ]X)siti^•c measures to 
improve the poor employment record with regard to Spanish-speaking 
Americans. 

Since its 16-point coordinator position is held by a non-Hispanic, 
who has no awareness or commitment, and has not undertaken any 
])ositive measure to assist management in fulfilling its Equal Em- 
i^loyment Opportuiiity responsibilities, no progress has been made, 
or is exjiected to be made with respect to the employment stance of 

Spanish-speaking Americans. 
The Department of the Interior, as a major employer, with a work 

force of 6.5,fi07 emplo3-ees as of November 1973, only had 1,425 Span- 
ish-speaking employees, which comprised only 2.17 percent of the 
work force. 

The Department of the Interior, as a Federal agency falling under 
Civil Service Commission's merit system, maintains its Spanish- 
speaking employees relegated to menial and nonprofessional positions. 
The Spanish-speaking hold a mere 1.8 percent of the l)etter paying 
and mostly professional general schedule jobs, while holding 3.4 per- 
cent of the wage grade jobs. As you may know, wage grade jobs are 
blue collar jobs. Furthermore, as of November 1972, the average grade 
of general schedule Spanish-speaking employees was 6.6, as compared 
to 8.3 for the total work force, and 8.8 for the dominant non-minority 
employees. 

The Department of the Interior, as a vehicle for delivery of public 
policy to the people of the United States, is ineffective in providing 
the Spanish-speaking people services. This is due to the lack of Span- 
ish-speaking employees in policy and upper grade progammatic posi- 
tions. Hispanic representation in grades 14 through 15 is 0.4 percent; 
in rrrades 16 through 18 it is 0.9 percent. In comparison, the dominant 
nonminority employees hold 04.7 and 04.5 percent, respectively, of 
those positions. The Department of the Interior has not even achieved 
an e<juitable representation of Hispanics in the menial wage grade 
])ositions. where the Hispanics only comprise 3.4 percent of the wage 
grade jobholders. 

The Department of the Interior in the State of California, which 
lias a Spanish-speaking population of over 3 million—comprising 
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15.54 percent of the total population—has 4,833 employees, of which 
only 124, or 2.6 percent, are Spanish speaking. 

The Department of tlie Interior in the State of New York, which 
has a Spanish-speaking population of over 2 million—comprising 7.08 
percent of the total population—has 396 employees, out of which only 
7, or 1.8 percent, are Spanish speaking. 

The Department of Transportation, as a major Cahinet Depart- 
ment, holds one of the poorest records for Federal employment of 
Hispanics. Despite its record, it has shown little interest and made no 
attempts to implement tlie administration's IG-point program, and 
has even failed to include the Spanish speaking in any meaningful 
•way in its own minority outreach eiforts, such as the '"150 Program." 

The Department's callousness toward the 16-point program is 
reflected by the fact it has refused to appoint an Hispanic coordinator 
or even give their present part-time coordinator significant duties. 
For these reasons, complaints of discrimination are rampant, resulting 
in such a situation that even if the Department acted, the roots of 
discrimination are too deeply implanted for a casc-by-case resolution. 

Even though made aware of the problem with respect to Hispauics 
in a report prepared by the Civil Service Commission's Bureau of 
Personnel Management Evaluation, it has taken no action to correct 
the practices and lack of action which resulted in the following state- 
ment in the report: 

"Onr reviews disclosed that program response to Iwth of these special emphasis 
areas"—referring to the Spanisli-speaking and Federal women's programs—"have 
been minimal." At some installations, coordinators for these programs have not 
been api>ointed. Where coordinators have been appointed, they risually serve 
on a part-time basis. Interviews at field activities disclosed n lack of leadership 
and guidance from higher levels. As a result, local leadership is often inadequate, 
and problems bearing on equal employment opportunity for women and the 
Spanish surnamed are not being identified and appropriate objectives are not 
being met. 

The Department of Transportation, as a major employer, witli a 
work force of 65,227 employees as of May 1973, only liad 791 Spanish- 
speaking employees, which comprised a mere 1.2 percent of the total 
work force. This is an increase of one-tenth of 1 percent in 4io years 
since the establishment and the aimouncement of the 16-point program. 

The Department of Transportation has managed to relegate the 
Spanish speaking in the work force to menial and nonprofessional 
positions, as depicted by the following facts, as of November 30, 
1972: 

The average grade for the dominant nonminority element is lO.GO; 
for the Spanish speaking it is 8.52—a two-grade dift'erence. 

The percentage of Hispauics in General Schedule grades decreases 
as the grades get higher, from 1.4 percent representation at the lower 
grades, to 0.4 percent at the higher grades: while the dominant non- 
minority representation increases from 78.7 percent at the lower 
grades, to 90.6 percent at the higher grades. 

I presently understand there is no Spanish-speaking employee in 
tlie Office of the Secretary, witli regard to the policy administration 
of equal employment opportunity. 

Moreover, tlie Department of Transportation in the State of Xew 
Mexico, where the Spanish-speaking people compri.se 40 percent of 
the total population, the Department's work force of 949 employees 
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has only 73 Spanish-speaking employees, for a mere 7.7 percent of 
the work force total. 

In the State of Arizona, where the Spanish-speaking people com- 
])ri!?e 18.8 percent of the total population. Transportation's work force 
of 402 employees includes only 18 Spanisli-speaking employees, or 5 
percent of the total work force. 

In the State of Texas, where the Spanish speaking comprise 18.47 
percent of total population of the State, it has only 158 Spanish- 
speaking employees—3.6 percent of the 4,:2r)0 employee work force. 

In tlie State of New York, wliich has a Spanisli-speaking {)opuiation 
of over 2 million, representing 7.!)8 percent of the total population, the 
Department has a w'ork force of 4,388 employees, out of wliich 76—a 
mere 1.7 percent of the total—are Spanish speaking. 

Tlie Department of .Justice, although heginiiing tft show semblances 
of progress in its employment profile for Hispanics, has been cliosen 
because of its employment policies in its Immigration and Natural- 
ization Service, particvdiirly the Border Patrol. Tlie Department has 
permitted these components to pursue a business as usual apiiroacli, 
eitlier in overlooking or systematically screening out Spanish-speaking 
Americans for positions where Spanish language skill is essential, 
and in denying real ojiportunities for Hispanics to advance to super- 
visory or managerial positions. As of November 30, 1973, the Depart- 
ment of .Justice had 7,279 positions at the GS-13 level and above: of 
tlicse. only 58 were occupied by Hispanics. 

For the Boi'der Patrol, in 1974, a class will start for Boi-der Patrol 
Scliool. They have been selected fi-om all Civil Service Commission 
registers, which determines Spanish speakers for qiuilifying; 150 
vacancies will be filled through tlie force. Candidates will include 
no women, less tlian 10 Spanish speakers, due to a height and weight 
requirement and oral interview to demonstrate English language 
fluency. And all candidates will be trained in a Spanish-sjieaking 
lauLMiage, which is considered necessary for the particular occupation. 

The .Justice De])artment, with a total work force of 46,418 employees 
and 1.331 positions occupied by Spanish-speaking Americans—this 
is only 2.9 percent of the work force—lias not properlj' executed the 
16-point program. 

j\Ir. p]mvAKDs. ^Ir. Yalenzuela, may I interrupt you? 
Are you telling us the Border Patrol is going to hire 150 new agents, 

and they have a class coming up ? 
Mr. VALENZUELA. That is the information I do have. 
ilr. EDW^ARDS. And that—I imagine that the border that they patrol 

is generally the ^lexican border; is that not correct ? 
Mr. YALENZFELA. The Mexican border. 
^Ir. EDWABDS. Most of the agents are used there, and you are telling 

the committee that they are only considering 10 of 160 ? 
Mr. VALENZUELA. The information I have received; only 10 presently 

are Spanish speakers, of the prospective 150. 
Our recommendations in meeting with Mr. Hampton have bex'n 

that since there are sufficient numbers in tlie Department of Defense— 
Spanish speakers—being involved in layoffs, that they be considered, 
based on other skills, for these positions on the Border Patrol, 

Mr. EmvARDs. Do you not think it is a little bit unrealistic to think 
that Anglos can learn Spanish quickly enough and competently 
enough to be able to handle a verv difficult Border Patrol situation? 
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"Sir. VALENZUELA. I agree with you, Mr. Edwards. 
Mr. EDWARDS. Well, the committee will certainly direct an inquiry 

to the Department of Justice, because wc have been—we have already 
had hearings on this subject, and as I recall, they had a witness here. 

Please go ahead. 
Mr. VALENZUELA. Thank youj Mr. Chairman. 
The Justice Department, in its blue collar wage-graded systems, re- 

flects the same trend, the Spanish speaking comprising 10.8 percent 
of the nonsupervisory jobs and 1.4 percent of the supervisory positions, 
while the dominant nonminority holds C>i>.d percent of the nonsujier- 
visory and 94.2 percent of the supervisory positions. 

Tlie Department of Justice, as of September of 1973, still permits 
some of its comijonents. such as Federal Prison Indu-stries, to maintain 
staffing practices that result in the Spanish speaking representing only 

•0.8.5 percent of the work force; 1.1 percent in the Law Enforcement 
Assistance Administration; 1.2 percent in the policymaking legal and 
administrative activities functions; and finally. 8.9 percent in the 
Immigration and Naturalization Ser\ice, which, due to its activities, 
especially the Border Patrol, should have more than a 20-percent 
Spanish-speaking representation. 

Tlic Immigration and Naturalization Service, according to their 
own annual report of 1972, reflects that apinoximately 70 percent of 
people crossing the borders crossed the Mexican border; that approxi- 
mately 50 percent of the immigrants are Spanish speaking; that 40 
IK>rccnt of the foreign visitors come from Spanisli-language lands; and 
that approximately 35 percent of tiie persons naturalized are Spanish 
speaking. 

The Veterans' Administration, for the minority group with an out- 
standing record of military service, combat duty and valor, has re- 
spondetl with insensitivity and a .sense of dptaciiment in meeting its 
«(iual emploj'ment opportunity n>.sponsibilities for Hispanics. Evi- 
dence of this attitude is its lack of outreacli eti'orts, its "lip service" in 
carrying out the objectives of the IG-Jjoint progiam, its foot-dragging 
in filling the long vacant post of the 16-point coordinator and, of 
course, its overall employment record. 

"With a work force of 169,820 employees, making it the largest Fed- 
eral uondefense employer, the Veterans' Administration has only 3.871 
Spanish-speaking employees, a mere 2.3 percent of the total work force. 

VA, while having 248 employees above the grade GS-lf) making 
policy and programmatic decisions, has no Spanish-speaking employ- 
ees in this category. 

Wliile depicting an average mean grade of fi.69 for the total work 
force, 7.17 for the dominant nonminority, relegates the Spanish-speak- 
ing employees to lower grades, resulting in their average grade being 
below those, a mere 6.09. 

The Veterans' Administration has only managed to increase the 
Spanish-speaking representation in their work force by a mere two- 
tentlis of 1 percent over a 3-year period, when having ample oppor- 
tunity to hire a significant portion of their new over 20,000 jobs with 
Spanish speakers. 

The Veterans' Administration in the State of California, which has 
an Hispanic population of over 3 million—representing over 15 per- 
cent of the total population—out of a work force of 16,221 employees, 
only 5 percent are Hispanics. 
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In the State of Illinois, where the Spanish speakinp comprise 3.27 
pei-cent of tlie population, 1 out of every 8G employees is Spanish 
speaking, or 1.2 percent. 

Mr. SICCLORT. Would the chairman permit an interruption at that 
point ? 

ilr. EDWARDS. Yes. 
Mr. MCCLOUY. I would just say I know there are job opportunities 

at Downey Hospital, whicli is the largest Veterans' xVdmuiistration 
liospital in the country, I believe, from the standpoint of beds; job 
opportunities for nurses, for all kinds of aides. And I have talked 
to the director there, and he says tlie problem of understaffing is not 
that they do not have the job openings, but they do not have the 
qualified personnel to apph' for and get these jobs, so that you coidd 
perform a genuine service for a number of persons in the Spanish- 
speaking community in our area if you would admonish them to 
qualify themselves for these standards—which are not too high, in 
many cases—because the job opportunities are tiiere, and yon could 
increase the VA percentage in Illinois rapidly, I am confident, on be- 
half of the Spanish surnamed. 

Mr. VALEXZUELA. Thank you, Mr. JfcClory. "We arc in the process 
of establishing a national computerized skills bank for Spanish-speak- 
ing Government applicants. And presently we do have thousantls of 
individuals who are highly qualified who would be interested in those 
types of jobs. It is a matter that presently we do not have the resources. 
"We would hope tliat the Federal agencies, who do liave the resources 
and the responsibility, would have outreach recruitment programs. 
But I would be glad to get that informatiou into your area. 

I think in conclusion—I think we feel that the conditions existing 
in these four agencies arc not isolated examples, but rather depict the 
prevailing norm throughout the P^deral structure. An analysis of the 
figures and statistics compiled on four agencies and the Federal work 
force clearly .show that tlie Spanish-speaking people are not receiving a 
fair share of positions in the Federal Government, or equitable op- 
portunities for advancement. And for this reason, the implementation 
of public policy lacks—it has to be effective with respect to tlie Span- 
ish-spealving peoj)le. The reason for the poor Federal emj)loyment 
stance for the Spanish-speaking people is systemic, institutionalized 
discrimination on tlie part of Federal agencies. 

The merit system is not meritorious. An open, competitive system 
as it is sujiposed to be, would react statistically in the same manner 
as a random sample of the U.S. population. With this perspective, 
there should be no reason for the gap that exists between Spanish- 
speaking representation in the work force and that they have in the 
total pojiulation of the United States. A gap that exists in salaries 
and in the classes of occu))ations held by Spanish-speaking Federal 
employees and what the Civil Sen-ice Commission refers to as all 
other employees nonminority under tlie Minority Group Employment 
for Federal Government report. 

As of May 81. 1973, according to the Civil Service Commission's 
recently released figures, out of a work force of over 2..5 million em- 
ployees, the Spanish speaking only held 78,243 positions—3.1 percent 
of the total work force. 

Mr. EDWARDS. Mr. Valenzuela, the Civil Service Commission's wit- 
ness pointed with pride to tluit figure; that it was an increase from 
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2.9 percent to 3.1 percent in 2 years; an increase in jobs of nearly 5,000 
for Spanish-speaking people. 

What would your observation be on this claim of the Civil Service 
Commission ? 

Mr. VALENZTL-EI-A. "With regard to tliat statement, although the 
total Federal work force decreased, as according to the Civil Service 
Commission figures by 33,000 positions, over 457,000 jobs were filled, 
due to separations and retirements and other attrition. This means 
that many jobs were filled from cither outside the Federal Govern- 
ment, through transfers or promotions within the Government. 

If the 16-point pi'ogram as a special emphasis program was opera- 
tive and was efFec(i\-e, then the Spanish speaking should have filled 
at least 5 percent of those jobs—or approximately 23,000 positions. 
.Vccording to their own report, the Spanish-speaking gain was only— 
the figures I have—is 1,657 for that 1-year period. 

The questi(m is, AVhere is the special emphasis? There is special 
emphasis placed on the underrepresentation of the Spanish speaking. 
"With regard to this underrepresentation, the lack of not being even 
close to parity, we feel that something in tlie area of $882 million 
annually are being lost to the Spanisli-speaking community. The im- 
jjact of this fund would mean better situations, social conditions, bet- 
ter educational conditions for the Spanish speaking: $882 million 
is quite a bit for the Spanish-spealcing community. This is just in the 
area of the Federal Government. 

If you were to translate that across the State and local government, I 
think we could sec equally dismal figures in the situation presently. 

The rest of the statement, Mr. (^liairmaii, is being jjrescnted to the 
committee; so I would like to possibly open up for questions. 

Mr. EDWARDS. Yes; without objection, it will be made a part of the 
rec"ord—and I see you have supplied the committee with an impressive 
grou]) of statistics and charts. 

[The prepared statement of Edward Valenzuela follows:] 

IJIAGE . . . WAS FORMED TO BRING ABOUT A JUST AND FAIR REPRESENTATION OF 
HisPANics IN ITBLIC EMPLOYMENT. IN THE FEDERAL GOVERNMENT, FOR B.VAMPLE, 
IIisPANics HOLD ONLY 3.1',r OK JOBS IN A FEDERAL WORK FORCE OV OVER TWO 

AND HALF JIILUON EMPLOYEES, WHILE CONSTITUTINQ OVER 7% or THE NATION'S 
POPULATIOR 

PROJECT COMPLIANCE l.<! a Plea to Our Elected Officials for Concrete Action 
To ReuMKly This Problem 

INTBODCCTIOIT 

The Peclaratlon of Independence proclaims in ringing tprms, "We hold these 
truths to be s«'lf-<"vidpnt, that all men are crpatod equal, that tho.v arp endowp<i h.v 
tlipir Crpator with certain unalienable Riplits, that among those are Life, Libertr, 
.ind the pursuit of Hnppiness. Tliat to secure these rights. Governments «re insti- 
tuted among Men . . ." A Constitution was drafted to Institute the Government 
that would protect these rights. Never in tlie mind of our forefathers di<l tlie 
thought that tliis equality of Wliite, Christian. Anglo-Saxon. Hlack, Mexiean- 
Anierican, Ameriran Indian, or any otlier minorit.v—did not exist. The Constitu- 
tion is addressed to ALL MEN, and establisliing Civil Rights policies is funda- 
inent^illy a part of the Constitution. 

It is not a matter of safeguarding civil rights as a function of government, nn 
area of pnblic policy, but rather the matter on Imnd is whether ALIj MEN are 
to have their constitutiouMl rights and tlie edncati<itiMl. social, and employment 
opportunities to take full jmrt in the nation created by the American Constitution. 

Certain liberties, rights, and opportnnitles are es.sential to the or)eraHon of a 
Democratic Government, (hey are not mean.s of securing self-government, they 
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are ends by themselves. They exist not in furtherance of the government, but the 
government exists to protect them. Our forefatiiers called them "natural rights", 
today they are referred to as "human rights"—but the concept is still the same 
one, that of moral primacy of men over government, and the dignity and suprem- 
acy of worth of each individual. With this perspective, as we approach the bicen- 
tennial of the Declaration of Independence, the government must assure thos-e 
peoples who are treated differently nothing less than equality; and with regards 
to constitutional rights and natural rights as proclaimed two hundred years ago— 
Compliance . . . 

Compliance, on the part of all Federal Agencies, is assuring equal employment 
opiMjrtuuity in federal employment to Spanish-speaking Americans. This is the 
goal of Project Compliance . . . 

Although most Federal Agencies have failed in this area, four have been chosen 
for special attention because they are large employers; have significant opera- 
tions throughout the nation ; and have blatantly disregarded the mandate and the 
responsibilities entrusted to them in providing equal employment opportuniriea to 
Americans of Spanish Heritage. These agencies are : Departments of Transporta- 
tion, Interior, Justice, and tlie Veterans Administration. 

In brief, attempts to bring awareness to these agencies must be shifted to the 
Legislative and Judicial branches of government, so they will know of the 
attitudes, lack of commitment, lack of action, and most important: the lack of 
powtive results of these agencies in providing the equality of treatment reqiure<l 
of them by the law and public policy. AVe are confident that Federal Agencies will 
move atiirmatively as a result of the success and momentim^i of this project. 

PBEAMBLB 

Whereas, the Sixteen Point Program was announced to provide equality of 
employment opportunity for Spanish Surnamed Americans, 

Whereas, the responsibility has been placed by the Executive Branch on the 
Federal Departments and Agencies, 

Whereas, the Executive Branch has not acted to enforce compliance in carry- 
ing out the spirit and objectives of the Spanish speaking employment procraiii. 

Whereas, the Sixteen Point Program by having as its source of authority a 
mere press release, has none of the attributes associated with legislation, and 
therefore, has been ineffective in achieving the equitable federal employment 
stance rightfully lieing sought by the Spani.ih speaking i>eople. 

Whereas, the history of Civil Rights shows that without the intervention of the 
Legislative and Judicial branches, the rights of citizens and equality of treat- 
ment and opportunity are not assured. 

It is resolved to enlist the suvjport of the Legislative and Judicial branches in 
enforcing compliance on the part of Federal Departments and Agencies to assure 
tliat Americans of Spanish Origin receive equal employment opportunity in. 
Federal employment. 

ALLEGATIONS 
We assert that: 

The Department of Interior ... 
As a major Cabinet Agency with key installations and concentrations of per- 

vsonnel in areas of high Spnnish speaking populations through the Equal Em- 
ployment Opportunity program administered by the Department's Director of 
Equal Employment Opportunity, and Bureau EEO Officers has openly chal!enge<l 
the Administration's Sixteen Point Program. This has resulted in appointments 
of Equal Employment Opportunity officials wlio are unaware of the employment 
concerns of the Hisi)an)cs; in complaints about flagrant discrimination: and in- 
the lack of capability of developing a program that would result in positive 
measures to improve the poor employment record with regards to Spanish-speak- 
ing American.s. Sin(!e its Sixteen Point Coordinator position is held by a non- 
Hi-spanic, who has no awareness or commitment, and has not undertaken any 
positive measure to assist nianaKoment in fulfilling its Equal Employment Opi>or- 
tunity responsil)iIities—no progress has Iteen made, or is expected to be made 
witli respect to the employment stance of Spanish speaking Americans. 

As a major employer, with a work force of 65,607 employees as of November 
197.3, only had 1,42.5 Spanish speaking employees, which comprised only 2.nVr 
of the work force. 

As a Federal agency falling under the Civil Service Commission's Merit System 
maintains its Spanish .'^peaking employees relegated to menial and non- 
professional ijositions : The Spanish speaking hold a mere 1.8% of the better pay- 
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ing and mostly professional General Schedule jobs, while holding 3.4% of the 
Wage Grade jobs. As you may know, Wage Grade jobs are blue coUiir jobs. Fur- 
thermore, as of Novemlier li)72 the average grade of General Schedule Spanisli 
si)ealiing employees was 6.6, as compared to 8.3 for the total work force, and 8..S 
for the dominant nou-miuorlty employees. 

The Department of Interior, as a vehicle for delivery of imlilic policy to tlie 
people of tlie Uuitetl States is ineffective in providing the Spanish speaking ijeo- 
lile services, tliis is due to the lack of Spanish si)eaking employees in policy and 
\ipper grade programmatic positions—Hispanic representation in grades 14 thru 
15 is 0.4%, in grades Ifi thru 18 it is 0.9%, In comparison, the dominant non- 
minority employees hold 94.7 and 94.5%, respectively, of those iHisitions. 

The Department of Interior has not even achieved an equitable representa- 
tion of Hispanics in the menial wage grade positions, where the Hispanics only 
comprise 3.4% of tlie wage grade job-holders. 

Moreover, tlie Deiuirtment of Interior, in the State of CaUfornia. which has a 
Si)auish speaking population of over three million, comprising l."i.54% of tlie 
total population—lias 4,833 employees, of which only 124, or 2.6% are Spanisli 
speaking. 

The Department of Interior, in the State of New York, which has a Spanish 
si>eaking population of over two million, comprising 7.98% of the total ixipu- 
latlon—has 396 employees, out of which only 7, or 1.8% are Spanish siieaking. 
The Department of Transportation 

As a major Cabinet department, holds one of the poorest records for Federal 
employment of Ili.sp;inies. Despite its record, it has shown little intere.st and made 
no attempts to implement the Administration's Sixteen Point Program, and has 
even failed to include the Spanish speaking in any meaningful way in its own 
minority outreach efforts, such as the "150 Program". The Department's callous- 
ness toward the Sixteen Point Program is reflected by the f.ict it has refuseil to 
appoint a Hispanic coordinator or even give their present part-time coordinator 
significant duties. For these reasons, conijilaints of discri inatiou are rampant." 
resulting in such a .situation that even if the Departmei:t acted, the roots of 
di.scrimlnation are too deeply implanted for a case by case resolution. 

Kven though made aware of the problem with respect to Hispanics in a Rejiort 
prepared by the Civil Service Commis.slon's Bureau of Personnel Management 
Kvnlnatlon, it has taken no action to correct the practices and lack of action 
which resulted in the following statement in the report: "Gur reviews disclosed 
that program resiM)nse to both of these siiecial emphasis areas, "referring to the 
SiMinish Speaking and Federal Women's Programs", have been minimal. At some 
installations coordinators for these programs have not been ajiiiointed. Where 
coordinators have been apiKiinted they usually serve on a iiart-tlme basis. Inler- 
views at field activities disclosed a lack of leadership and guidance from higlier 
levels. As a result local leadership is often Inadequate and problems bearing on 
e<jual employment opixirtunlty for women and the Spanisli surnamed are not 
being identitied and appropriate objectives are not l>eing met." 

The Department of Transjwrtatlon as a major employer, with a work force 
of 60.227 employees as of May 1973, only had 791 Spanish speaking employees, 
which comprised a mere 1.2% of the total work force. 

Has managed to relegate the Spanish speaking in the work force to menial 
and non-professional positions, as depicted by the following facts. As of Novem- 
ber 30,1972: 

The average grade for the dominant non-minority element is 10.60, for the 
Sptini.sh speaking it is 8.52. A two-grade difference. 

The percentage of Hispanics in General Scliednle grades decreases as the 
grades get higher, from 1.4% representation at the lower grades to 0.4% at the 
higher grades; while the dominant non-minority representation increases from 
78.7'( at the lower grades to 90.6% at the higher grades. 

Moreover, the Dei>artment of Transportation in the State of New Mexico, 
where the Spanisli speaking people comprise 40% of the total population, the 
Department's work force of 949 employees has only 73 Spanish speaking employ- 
ees for a mere 7.7% of the work force total. 

In the Slate of Arizona, where the Spanish speaking people compri.se 1S..S% 
of tlie total population. Transportation's work force of 402 employees Includes 
only IS Spanish .speaking employees or 5% of the total work force. 

In the State of Texas, where the Spanish speaking comprise 18.47% of total 
population of the state, it has only 153 Spanish speaking employees—3.6% of 
the 4,260 employee work force. 
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In the State of New York, which has a Spanish speaking population of over 
two million, representing 7.98% of the total population—the Department has a 
work force of 4,388 employees, out of which only 76, a mere 1.7% of the total, 
are Spanish speaking. 
The Department of Justice ... 

Although beginning to show semblances of progress in Its employment profile 
for Hispanlcs, has been chosen because of it.s employment policies in its Immi- 
gration and Naturalization Service, particularly the Border Patrol. The De- 
partment has permitted these components to pursue a "business as usual" ap- 
proacli, either in overlooking or systemically screening out Spanish speaking 
Americans for positions where Spanish language skill is essential, and In deny- 
ing real opportunities for Hlspanics to advance to supervisory or managerial 
positions (As of November 30,1972, the Department of .Justice had 7.279 positions 
at the GS-13 level ami above; of these, only 58 were occupied by Hispanos). 

With a total work force of 46,418 employees and 1,331 positions occupied by 
Spanish speaking Americans (this is only 2.9% of the work force)—has not 
projierly executed the Sixteen Point Program. The Hispanic recruitment con- 
ducted denies Spanish siieaking Americans equality of opportunity and advance- 
ment, resulting in a work force where the dominant non-minority'.s modal grade 
is GS-1.'{, as compared to GS-S for the Spanish speaking; the average mean grade 
for the total work force is 7.85, for the dominant non-minority 8.45, and for the 
Spanish speaking 5.8—two and three grades below respectively. 

In its blue collar wage graded systems reflects the same trend, the Spanish 
speaking comprising 10.8% of the non-supervisory jobs and 1.4% of the sui)er- 
visory positions, while the dominant non-minority holds (i5.9% of the non-super- 
visory and 94.2% of tlie sui)ervisory positions. 

The Department of Justice, as of Septeml)er of 1973, still permits some of its 
components, such as Federal Prison Industries, to maintain st.afflng practices that 
result in the Sjianish speaking representing only 0.85% of the work force: 1.1% 
in the I^aw Enforcpincnt Assistance Administration; 1.2% in the pollcymaking 
Legal and Administrative Activities function, and finally, 8.9% in the Immigra- 
tion and Naturalization Service, which due to its activities, espe<'ially the Border 
Patrol, should have more than a 20% Spanish speaking representation. 

Tlie Immigration and Naturalization Service, according to their own Annual 
Report for 1972, reflect that approximately 70% of people crossing the borders 
crossed the Mexican border; that approximately 50% of the immigrants are 
Spanish speaking; tliat 40% of the foreign visitors come from Spanish lan- 
guage lauds; and that approximately 35% of the persons naturalized are Span- 
ish speaking. 
The Vcterani)' Adminiitratlon . . . 

For the minority group with an outstanding record of military service, combat 
duty and valor, has rcsponde<l with inscnsitivity and a sense of detachment in 
meeting its erjual employment opportunity responsibilities for Hispanlcs. Evidence 
of this iittitude is its lack of outreach efforts, its "lip service" in carrying out the 
objectives of the Sixteen Point Program, its foot-dragging In filling the long 
vacant post of the Sixteen Point Coordinator, and of course, its overall employ- 
ment record. 

With a work force of 100.826 employees, making it the largest federal non- 
defense employer, the Veterans Administration only has 3,871 Spanish speaking 
employees, a mere 2.3% of the total work force. 

While having 248 employees above the grade OS-15 making policy and program- 
mat i"- decisions, has no Spanish speaking employees in this category. 

While depicting an average mean grade of 6.(8) for the total work force, 7.17 
for the dominant non-minority, relegates the Spanish speaking employees to 
lower grades, resulting in their average grade being below tho.se, a mere 6.00. 

Has only managed to increase tlio Spanish speaking representation in their 
work force by a mere two-tenths of one i)ercent over a three year period, when 
having ample opportunity to hire a significant portion of their new over 20,000 
jobs with Spanish speakers. 
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FEDERAL EMPLOYMENT IN DENSELY SPANISH AMERICAN POPULATED STATES 

(Figures as of Nov. 30) 

1971 1972 Change 

Arizona (18.8 percent Spanish surname population per population census, 
1970): 

Total Federal employees  ...,  
Spanish surnamed employees  .  
Percentage Spanish surnamed.  .  
Percentage Spanish surnamed employees In: 

General schedule positions   
Wage grade positions  

California (15 54 percent Spanish surname population per population 
census. 1970): 

Total Federal employees  
Soanish surnamed employees  -   
Percentage Spanish surnamed  
Percentage Spanish surnamed employees in: 

General schedule positions _  
Wage grade positions  

Colorado (if 97 percent Spanish surname population per population 
census, 1970): 

Total Federal employees  
Spanish surnamed employees   
Percentage Spanish surnamed > _ 
Percentage Spanish surnamed employees in: 

General schedule positions .- .„ 
Wage grade positions  

New Mexico (40.08 percent Spanish surname population per population 
census, 1970); 

Total Federal employees  _  
Spanish surnamed employees  
Percentage Spanish surnamed  
Percentage Spanish surnamed employees in: 

General scheriul" positions  
Wage grade positions   

Ne» York (7 98 percent Spanish surnamed population per population 
census, 1970): 

Total Federal employees  
Spanish surnamed employees , 
Percentage Spanish surnamed _ 
Percentage Spanish surnamed employees in: 

General schedule positions  
Wage grade positions   

Texas (18.47 percent Spanish surname population per population census, 
1970): 

Total Federal employees  
Spanish surnamed employees.  
Percentage Spanish surnamed  
Percentage Spanish surnamed employees in: 

General schedule positions  
Wage grade positions    

27,542 
2,485 

9.0 

27,996 
2,586 

9.2 

+454 
+101 
+.2 

5.1 
16.4 

5.6 
16.8 

+.5 
+.4 

289, 632 
17,232 

5.9 

283,144 
17,691 

6.2 

-6,488 
+459 
+.3 

3.9 
8.5 

4.4 
8.9 

+.5 
+.4 

41, 225 
4,402 

10.7 

42,051 
4,480 
ia7.... 

+826 
+78 

5.0 
29.4 

5.2 
29.8 

+.2 
+.4 

24,119 
6,136 
25.4 

24,015 
6.484 
27.0 

-104 
+348 
+1.6 

18.1 
41.9 

19. S 
46.8 

+1.4 
H   .9 

168,091 
6.506 

3.9 

163,242 
6,432 

3.9 .... 

-4,849 
-74 

2.2 
6.3 

2.3 
6.S tl 

140,64« 
27, 427 

19.5 

139, 447 
27,393 

19.6 

-1,201 
-34 
+.1 

13.2 
39.2 

13.7 
39.1 

+.5 
-.1 

DEPARTMENT OF INTERIOR 

November 1970          November 1971 November 1972 November 1973 

Number      Percent     Number     Percent Number     Percent Number       Percent 

Total employment'.. 
Spanish  surnamed 

ment  
employ- 

63, 354 .     63,161 ....       C3,783. 

2.1        1,321 

      6 5,607 ., 

1,425 1,263 2.0        1,299 2.1 2.2 

State' 

Spanish 
surnamed 

represenlalion 
in that State 

(percent) 
Total 

employment 

Spanish 
surnamed 

employment Percent 

California 15.54 4,833 
9S9 
396 
179 
522 

5,038 
5,928 
5,601 

130 

124 
130 

7 
0 
8 

555 
140 
156 

0 

2.6 
Texas  
New York 

18.47 
7.98 

13.4 
1.8 

Illinois... 
Florida  

3.27 
6.61 

40.08 

0 
1.5 

11,0 
AriMna  18.80 2.4 
Cotorado  
Ne* Jersey  

12.97 
4.3 

2.8 
0 

46-120— 75— 5 
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DEPARTMENT OF INTERIOR—Continued 

Workforce'---- -  
Percentage of work force  

General schedule employment  
Percentage of general schedule. 
Modal grade (GS)  
Median grade (GS).--  
Mean (average) grade  
Percentage in grades: 

I through 4  
5 through 8  
9 through 11  
12 through 13  
14 through 15   
16 through 18  

Wage grade employment  
Percentage  
Regular nonsupervisory...  
Regular leader  
Supervisory  

Total full-time Minority Spanish sur- Nonminority 
employees employees name employees employees 

63,783 15,114 1,321 48,66» 
100 23.7 2.1 76.3 

51.495 10,778 913 40,717 
100 20.9 1.8 79.1 
9.0 4.0 4.0 9. a 
8.3 4.2 5.3 8.2 
8.3 4.9 6.6 8.8 

100 50.5 2.6 49. J 
22.7 
12.3 
5.9 
5.3 
5.5 

4.181 

2.5 
1.5 
.7 
.4 
.9 

399 

77 3 
87.7 
94.1 
94.7 
94.5 

11,573 7,392 
100 36.1 3.4 63.9 
100 52.6 3.9 47.4 
100 47.8 2.2 52.2 
100 31.8 3.4 68.Z 

Ti tsl 

Spanish-surnamed 
employment Minority en ployment 

employment Amount            Percent Amount Percent 

Departmental .otaU  65,607 
1,738 

11,208 
8,652 
8,308 

16,262 
5,895 
5.062 

4,405 
3,366 

473 
166 
36 
36 

1,425 
13 

277 
191 
426 
242 

49 
146 

61 
19 

1 
0 
0 
0 

2.17 
.75 

2.47 
2.2 
5.12 
1.48 
.83 

2.9 

1.38 
.56 
.21 

0 
0 
0 

15,380 
331 .. 

1,819 .. 
925 .. 
621 .. 

10,341 .. 
358 .. 
358 .. 

277 . 
169 .. 
57 . 
2 . 
0 . 
0 . 

23.44 

National Park Service 

Bureau of Reclamation 
Bureau of Indian Affairs  

Bureau of Land Management  
Bureau of Sport fisheries and Wild- 

life             --  
Bonneville Power Administration  
Bureau of Outdoor Recreation  
Southwestern Power Administration. 
Southeastern Power Administration.. 
Alaska Power Administration..  --------- 

14-year change: in total employmentp -(-2,253; in Spanish-surnamed employment, -f 162. 
I As of November 1972. 
> As of November 1973. 

DEPARTMENT OF JUSTICE 

November 1970 November 1971 November 1972 September 1973 

Amount     Percent    Amount     Percent    Amount     Percent     Amount       Percent 

Total employment  
Spanish     surnamed 

ployment.  

39,373      42 938      46,418      46,201 

953 2.4        1,065 2.5        1,331 2.9        1,451 3.1 

State 

Spanish 
surnamed 

representation Spanish 
in that State Total surnamed 

(percent)        employment        employment Percent 

New Mexico. 
Arizona  
Texas  
Ctlitornia  
Colorado  
New York..- 
Florida  
New Jersey.. 
Illinois  

40.08 190 33 17.4 
18.80 589 75 12.7 
18.47 3,037 468 15.4 
15.54 4,656 304 6.5 
12.97 484 16 3.3 
7.98 4.222 80 L9 
6.64 1,434 56 IS 
4.3 773 4 .S 
3.27 1,785 21 1.2 
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DEPARTMEMT OF JUSTICE—Conlinuad 

Total 
lull time 

employees 
Minority 

employees 

Spanish 
surname 

employees 
Nonninority 

employees 

Tctal work force I                46,418 6.431 1,331 39,987 
Percentage of worV force                     100 13.9 2.9 86.1 

fienerjl Schedule employment                43,477 6,106 1,246 37,371 
Percentage of General SdMtfiil*                     100 14.0 2.9 86.0 
Modal grade (GS)                     b.O 3.0 5.0 13.0 
Median grade (GS)                     7.0 4.70 5.64 7.42 
Mean (average) grade                   7.85 5.8 5.8 8.45 
Percentage in grades: 

1 through 4                     100 25.5 3.8 74. 
5 through 8  18.8 3.8 81.2 
9 through U  7.1 2.6 92.9 
12 through 13  3.6 .9 96.4 
14 through 15  2.7 .7 97.3 
16 through 18  3.8 .9 96.2 

Wa(e grade employment                  1,551 217 60 11,334 
Percentage                      lOO 14.0 3.9 86.0 
Nonsupervisorv                      100 34.1 10.8 65.9 
Leader                     lOO 44.4 33.3 55.6 
Supervisory                     100 5.8 1.4 94.2 

Component 
Total 

employment 

Spanish surnamed 
employment 

Amount Percent 

Mi nority 
employment 

Amount Percent 

Departmental total'  46,201 1,451 3.1 6,900                 14.93 
Legal and administrative activities... 6,722 83 1.2              1,501   
Marshal Service   1,973 73 3.7                  395  
Drug Enforcement Administration... 3,607 135 3.7                  477  
Federal Prison Industries  466 4                    .85                  49  
Law      Enforce.iient      Assistance 

Administration..  646 7 1.1                   153   
Im-nigratijn    and    Naturalization 

Ser.ice   7,228 643 8.9               1.656   
Federal Bureau of Prisons  5,694 160 2.8                  778  
Federal Bureau of Investigations  19,866 1.451 3.1               6,900   

• As of November 1972. 
< As of November 1973. 

DEPARTMENT OF TRANSPORTATION 

Novembe rl970 November 1971 Novembe rl972 May 1973 

Amount Percent Amount Percent Amount Percent     Amount Percent 

Total employment  
Spantsli surnamed employ- 

ment   

65,128 .. 67,488 .. 66,140 .. 

809 

65 ,227 . 

791 696 l.I 729 1.1 1.2 1.2 

State 

Spanish 
surnamed 

representation in 
that State 

(percent) 
Total 

employment 

Spanish 
surnamed 

employment Percent 

New Mexico              40.08 
18.80 
18.47 
15.54 
12,97 
7.98 
6.64 
4.3 
3.27 

949 
402 

4,260 
5,536 
1,515 
4,388 
2,878 
2,098 
2.039 

73 
18 

153 
116 
66 
76 
36 

9 
9 

7.7 
Arizona  
Te«s  
California   
Colorado  
New York                    

:::: 
5.0 
3.6 
2.1 
4.4 
1.7 

Ftoiida  
New Jersey  
Illinois                 

— 1.3 
.4 
.6 
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Department of Transportation—Continued 

Total full time 
employees 

Minority 
employees 

Spanish 
surname 

employees 
Nonminority 

employees 

Total woik force:'                 64.140 6,365 809 59,775 
Percentage of work force                     100 9.6 1.2 90 4 

General schedule employment                59,318 5,322 722 53,996 
Percentage of General Schedule                     100 9.0 1.2 910 
Modal grade (GS),                       12 5 12 12 
Median grade(GS)                  10.91 6.9 10.35 10 05 
Mean (average) grade                  10.38 8.08 8.52 10.60 
Percentage in grades; 

1 through 4                     100 21.3 1.4 78.7 
SthroughS  19.5 1.8 80 5 
SthroughU  7.6 1.3 92 4 
12throughl3  4.7 1.1 95 3 
14throughl5  3.4 0.4 96 6 
16 through 18  9.4 0.4 90.6 

Wage grade employment                 5,779 1,006 79 4,773 
Percentage...                     100 17.4 1.4 82.6 
Nonsupervisory                     100 18.2 1.4 81 8 
Leader                     100 10.6 0.7 89 4 
Supervisory                     100 9.0 0.8 91 0 

Total — 
employment 

Spanish surnamed 
employment 

Amount           Percent 

Minority employment 

Component Amount Percent 

Department totaP                   65, 227 
1,243 

50,042 
4,578 

267 
6.509 

424 
231 
697 

791 
15 

559 
101 

2 
68 
I 
8 
9 

1.2 
1.2 
1.1 
2.2 

.7 
1.0 
.23 

3.5 
1.3 

6.350 
378 ... 

3,605 ... 

9.7 
Office of the Secretary  

Federal Highway Administration  
National     Transportation    Safety 

Board  
U.S. Coast Guard (civilian only)  
Federal Railroad Administration  
Urban Mass Transit                 .  

573 ... 

44 ... 
1.222 ... 

43 ... 
66 ... 

126 ... National Highway Traffic Safety  

I As of November 1972. 
' As of May 1973. 
Note.—Office of the Secretary includes Washington, D.C. only. Federal Railroad Administration—exclusive of Alaska 

Railroad. 

VETERANS' ADMINISTRATION 

November 1970 November 1971 November 1972 Novembe 1973 

Amount Percent Amount     Percent Amount Percent Amount Percent 

Total employment  
Spanish  surnamed employ- 

ment  

149,257 . 

3,131 

160,709  169.826 . 

3,871 2.3 

171,589 .. 

4,309 2.1 3, 528           2.2 2.5 

State > (Spanish language population) 

Spanish 
surnamed 

representation Spanish 
in that State Total surnamed 

(percent) employment employment Percent 

40.08 987 367 37.2 
18.80 1,812 202 U. 1 
18.47 9,337 5S 6 2 
15.54 16,231 (13 5.0 
12.97 1,900 274 14.4 
7.98 15,451 700 4.5 
6.64 5,806 171 2.9 
4.3 3,468 19 .5 
3.27 9,451 UO 1.2 

New Mexico (387,000). 
Arizona (357.000)  
Texas (2,487,000)  
California (3.100,000).. 
Colorado (272.000)  
New York (2,423,000).. 
Florida (50^,000)  
New Jersey (464,000).. 
Illinois (687,000)  

See footnotes at end of table. 
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Veterans Administration—Continued 

Total 
full tinw 

employees 
Minority 

employees 

Spanish 
surname 

employees 
Nonminotity 

employees 

Total work force '  169,826 
Percentage of work force  100 

General schedule employment  133,619 
Percentage of general schedule  100 
Modal grade (GS)  4 
Median grade (GS)  4.89 
Mean (average) grede  6.69 
Percentages in grades: 

1 through 4.  100 
5 through 8  ... . .. 
9 tlirough 11  
12 through 13  
U through 15  
16 through 18  

Wage grade employment.  33,597 
Percentage  100 
Nonsupervisory  100 
Leader -  100 
Supervisory  100 

49.671 3.871 120,155 
29.2 2.3 >0.8 

33,753 2,671 99.866 
25.3 2.0 74.7 

4 4 4 
3.99 4.26 5.71 
5.22 6.09 7.17 

35.7 2.6 64.3 
27.5 1.9 72.5 
13.2 1.2 86.8 
6.2 .7 93.8 
11.4 3.5 88.6 
2.8 .0 97.2 

15,224 1,126 18.373 
45.3 3.4 54.7 
46.6 3.5 53.4 
41.7 2.2 58.3 
36.3 2.6 63.7 

Component 
Total - 

employment 

Spanish surnimed 
employment 

Amount Percent 

Minority employment 

Amount Percent 

Agency total  171,589 4,309 2.5 50,787 
Central office...  3,462 12 .35 903, 
Field installations  168,127 4,297 2.5 49,884, 

29.6 

' As of November 1972. 
> As of Novemtier 1973. 

Note —Approiimately 85 percent of field installation employment is in Veterans' Administration hospitals. 

Mr. EDWARDS. Where did you get these figures ? 
Mr. VALENZUEL.\. We have what we consider an excellent expertise 

in the Spanish-speaking commiinity, wholly qualified individuals— 
statisticians, mathematician.s, research analysts. These figures gen- 
erally are those that are public information that are provided by the 
Civil Service Commission and by other Federal agencies. 

Mr. EDWARDS. YOU think they are accurate, then? 
Mr. VALENZUFJ^A. We think they are probably more accurate than 

some of the ones that are based just on census reports. 
Mr. EDWARDS. IS IMAGE a corporation ? 
Mr. VALENZUELA. Presently it is incorporated in individual States. 

We are in the process of incorporating it at the national level. 
Mr. EDWARDS. YOU are a nonprofit corporation ? 
Mr. VALEN'ZI FXA. Nonprofit, educational corporation. 
Mr. EDWARDS. HOW do you support yourself? 
Mr. VALENZPFXA. Presently the dues are minimal—$2 per person. 

Hopefully, at the end of this month it will be increasing to $15 per 
person. 

Mr. EDWARDS. How many f ulltime employees does IA[AGE have ? 
Mr. VALENZIEI-A. We do not have any fulltinie staff members. It is 

a volunteer organization. 
Mr. EDWARDS. Mr. McClor\'. 
Mr. MCCLORY. Tliank you, Mr. Chairman. 



m 
I think onp of the real weaknesses of your testimony, in my opinion; 

"aiul something that I think particularly has been emphasized in the 
testimony on behalf of the Spanish speaking, or the Spanish-surnamed 
H'oinmunity, is the tremendous emphasis that you put on percentages 
•and quotas. And I think that that kind of statistical information is 
Hot too persuasive. It does not, to my mind, it does not follow that there 
is discrimination because there is a certain percentage of employees in 
a paiticular kind of employment, and there is a comparable percentage 
of Spanish-surnamed people in the total population. 

And what I would like to know, do you have instances; do you have 
figures of discrimination? Do you have evidences of departments and 
agencies that are deliberately excluding or preventing vSpanish-sur- 
named individuals from applying? Is there something discriminatory 
about tlie testing or something like that that needs correction? 

Mr. VALENZIELA. Yes,Mr. McClory. 
In the private sector—the courts, I think, including the Supreme 

Coui-t. has ruled, as it were, if there is a significant segment of the 
minority community in an area, in a community, and an employer does 
not have a like or representative figure of tiiat minority group or 
women in his work force, that this can be considered as a prima facie 
case of discrimination. It is an inference of discrimination. 

Tliis places the burden of proof on the employer to prove that he is 
not discriminatijig. So, systematically, that is discrimination. 

On an individual basis, we liave nmny cases documented; many of 
them are following the administrative procedures in hopes of find- 
ing some resolution. However, we would bog down the administra- 
tive channels tlirough eacli agency if we were to pursue these alone. 
"We i)resently have third-party complaints filed with two of these 
agencies in question, following tlie administrative procedures in hopes 
of tinding some resolution. But we are not optimistic at this point. 

Mr. FiEKRO. Mr. ^fcClory, T think another point that can he made 
is. how else can we demonstrate to you, in terms of the underrepresen- 
tation of the Si>anish speaking, if we do not provide you with sta- 
tistical data that you can relate to in terms of Federal agencies? Or, 
would you rather we just present a ca.se on a case-bv-case basis? You 
know that we co)ild go on forever in terms of those in the Southwest 
oi- even here in Washington. But I tliiuk thnt the pui'poso of the study 
and the project was to provide you witli tlie statistical information 
so that you could also reflect on hard data, because that is one of the 
tilings we are always told to do. is to give us specifics, statistics. And as 
1 hear you. you say that is not a lery good case to make, with the hard 
d:itn. And I kind of find it difficult to accept that premise. 

^Ii-. >rrrLoiiv. I think it has lost its efficacy fiom the standpoint 
of being a persuasive argument in supnort of discrimination. I think 
to suggest that we have to have employment on a percentage basis 
in accordance with the racial population is  

M)-. FTEKRO. I do not think we are alluding to the fact of parity and 
I think ilr. Pi-inan and the Civil Service Commission made that very 
clear. I do not think we are necessarily talking aboiit parity here, 
but we are talking about equal opportimity in those jobs, in those 
acencies that show patterns aiid practices of discrimination against 
the Spanish speaking, and especially in their EEO programs. It is 
very well demonstrated, you know. And I think we are not concerned 



67 

tliat we want parity and a quota system in tliese agencies, but I 
think that equal access and equal opportunity is much more impor- 
tant, and I think that that ought to be demonstrated, not necessarily 
just by providing infonnation to the Spanish and materials in Span- 
ish, but the hiring of individuals that relate to our community, that 
identify with our community, and can go out and recruit individuals 
in the conununity. 

Mr. MCCLORV. AVell, take, for instance, now, your testimony with 
regard to the number of job separations that there were, and the num- 
her of those who were separated from their jobs and were given other 
types of employment. 

How would you expect that to be handled differently in order to 
provide more jobs for Spanish speaking without discriminating 
against tho.se that have long tenure and are looking for other Federal 

•employment when their job is taken away ? 
Mr. VAUCNZUELA. I think you are generally addressing yourself 

to the problem of the Department of Defense and its reduction in force 
procedures, where the Spanish speaking have been laid off in signifi- 
cant numl)ers. Specifically, if you want a specific, recently in El Paso 
at Fort Bliss, where we had Spanish-speaking employees who had 
been there up to 25 and 30 years who had been in certain positions 
where military-xVnglo retirees would come in at a lower level and then 
would be byj)assed, would be promote<l over them, so when it came 
out to a layoff, of course, the lower grade, the lower individual would 
be the first to go. 

Yet here is nutrisrht discrimination. Other specifics of the high rate, 
I ha\'e a statement here by William Baco Imandt who as a GS-14 had 
applied to these four specific agencies. His statement I would like to 
include for the record, which indicates that he attempted to obtain 

•employment at the 08-15 level, yet he was denied opportunity for 
these positions at each one of these agencies, as well as other agencies. 

So if you combine this and multiply it by the number of others who 
ure al.so highly qualified for these positions, we come out with statis- 
tics, and tliese aie statistics that we are addressing ourselves to today. 

[The prepared statement of William Baco Imandt follows:] 

STATEMENT BY WnxiAM BACO IMANDT 

I hare read the .Tananry 29. 1974, joint statements Issued by U.S. Rppresenta- 
•Hves Don Edwards and .lerome Waldie, and b.v national president of IMAGE 
Edward Valenznela concerninff the flagrant underrepresentation of Spanish- 
Americans in file Federal Government. I endorse their objections whole- 
lieartedly. 

When you consider that at the time the Ifi-point proieram was launched by 
onr President in 1970, the Spanish Anierioaus held only 2.9 i)en'ent of the Federal 
jolis: and now today, almost 4 years later, the fifrnre has increased only by a 
paltry .2 percent—tliis Is decidedly an affront to the Spanish Americans who 
constitute the second largest minority group. In connection with thi.s. I would 
lil<e to submit data tliat is directly related to the four Federal agencies currently 
under the scrutiny of the Subcommittee on Civil Bights and Constitutional 
Bights of the Hon.se .ludlclary Committee, and which will be the subject of 
Their forthcoming hearings. 

Fir^Jt. sometliing about m.vself. 1 have over 2.5 years of career service with 
"the Federal Government. Of this 2% years was accrued in World War II 
service. I am presently a GS-1.5 Contract Compliance Program Manager in GSA's 
Office of Civil Rights. As a Program Manager for the past .SVj .vears, 1 have 
full respon.sibility for the operation of all utility and communications contract 
compliance reviews in the region 3 area; and in addition I also have full 
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responsibility for providing national technical and policy guidelines for these 
same critical Industrial areas. I reached my present position after entering 
civilian Federal Government service as a  GS-5 claims examiner traiuee iu 

For the past eleven years, I have served In various phases of the Federal 
governmen'ts equal employment and economic opportunity programs. On nu- 
merous occasions, evaluators have rated me as being highly qualified in the civil 
rights area. I have also been cited as the highest graded Spanii^h American in 
GSA. Regarding my ethnic background, my mother is Puerto Rican. She was 
born in Yauco, Puerto Rico in 1885 of Puerto Rican and Dominican Republic 
parentage. 

Having this type of highly specialized technical background, I considered 
myself to be well-qualifled for positions In the civil rights field. Consequently. 
I applied for positions in each of the four agencies Identified recently by IMAGE 
as having "beon chosen for special attention because they are large employers, 
have significant operations throughout the nation, and have blatantly dis- 
regarded the mandate given to them and the responsibilities entrusted to them 
In providing equal employment opportunity to Americans of Spanish Heritage". 
I have had recent disillusioning experiences with the Department of Transporta- 
tion, Department of the Interior, Department of Justice, and the Veterans 
Administration. I submit that all four of these agencies selected and placed 
lesser qualified candidates in those positions for which I applied. 

In June 1972, the Department of the Interior had a GS-1.") position announced 
for an Assistant Director for the Title VI Program in their Office for Equal' 
Opportunity (Announcement No. 72-8.5). I was told I was highly qualified. I 
was lnter\iewed, but not selected. Out of Interior's 65,607 employees, 2.3.4% 
are minorities, but only 2.17% are Spanish American. 

In August 197.% the Department of Justice had a GS-15 position announced 
for a Director of Equal Employment Opportunity in their Drug Enforcement 
Administration (Announcement No. 7.3-128). I was told I was highly qualified. 
I was interviewed, but was not selected. Out of Justice's 46,201 employees, 14.9% 
are minorities, but only 3.1% are Spanish American. 

Later in 1973, the Department of Transjwrtation had a GS-15 position 
announced for a Director of Equal Employment Opportunity in their National 
Highway Traffic Safety Administration. I was told I was highly qualified. I 
was interviewed, but not selected. Out of the Department of Transiwrtation's 
65.227 employees. 9.7% are minorities, but only 1.2% are Spanish American. 

In March 1974, the Veterans Administration had a vacancy for a GS-16" 
Director of Contract Compliance Service (which Is my particular specialty). 
I was told I was highly qualified. My name and file had been obtained from the- 
Civil Service Commission's Federal Executive Inventory Register which is main- 
tained for employees who are eligilile for .supergrade positions. My applio.'ition 
Included a copy of my Army military record which I attached in order to 
enhance my job possibilities with the V.A. (In 1945. I had been the subject of an 
article, in the principal Puerto Rican newspaper, as Iieing one of the mast highly 
decorated American soldiers of Puerto Rican origin). I was interviewed, but 
was not selected. Out of 171.589 employees, the V.A. has 29.6% minorities, but 
only 2.5% are Spanish American. 

As a highly qualified manager of an extremely complex Federal equal employ- 
ment opportunity program. I think it is an affront to the Spanish American 
community in general to be continnallv rejected for positions where lesser 
qualified candidates are being selected. The EEO program is s\ipposed to repre- 
sent each of the four minority croups and women. T have not found this to be true. 

I can cite two other examples of where the Snanish .\merican has been by- 
passed. In the middle of 1972. the Department of Health. Education, and Welfare 
had announce<l a GS_15 position for Director of the Ilicrber E'lucation Division 
In the Office for Civil Riehts. I was told I was hiclilv oualifled. I was interviewe<T 
but not selected. The person who was selected fand whose qualifications left 
somethine to be desired) could not cope with the demands and responsibilities of 
the position. She resisTied a few months biter, citing physical problems B« her 
reason. -Almost immediately after leaving HEW. she went back to work nt her 
old lob with the TTniversitv of M.'"-'-land. In Anrii 107.3. KEW" advpvHs«Hi thp job 
again f Announcement # OS-73-108). Once more I was told I was highl.v qualified. 
Airain. T wa« not selected. This time the position was given to a person who did 
not have a discernab'e backeronnd in civil riehts of this catefory. 

As another example. I would like to cite an interesting experience I had with 
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the Federal Communications Commission in 1973. At that time, TCC -wantea 
to establish a completely new external EEO program and they were looking for 
some one with the proper exjiertlse to head it. The position was a GS-15 Direc- 
tor of the External EEO (Licensee Compliance) program. 1 was told that I 
was very highy qualified. I was interviewed, but not selected. 

The person selected was a minor executive with the National Association of 
Educational Broadcasters who had no EEO exi>erience in that EEO category. 
In my jwsition as head of the Federal government's contract compliance for all 
coimnnnlcatlons (radio, television, telephone, telegraph, etc.) 1 was considered 
to be the expert In that area. Yet, In spite of tliis, an inexperienced member of the 
media was selected. To add to the injustice, a few months after FCC's selection, 
I was contacted by the successful candidate's co-worker and was asked to assist 
them by providing as much contract compliance process information as possible 
because FCC did not have any experience in that area. I was told that the rea- 
son I had been contacted was because I was considered to be "the government 
expert" in that area of EEO. 

In concluding this .statement, I would like to point out that there is pre.sently 
one outstanding opportunity the Federal government has at its disposal that it 

•can utilize to demonstrate it is making a major effort to overcome some of thlg 
lopsided arrangement of the Federal EEO program. A vacancy exists in the 
Federal government office that has full reponsibility of the entire contract com- 
pliance program. This position is a career GS-16 Deputy Director of the Office 
of Federal Contract Compliance (OFCC) of the Department of Labor. To my 
knowledge, no Spanish American has a position of any authority in OFCC. I was 
not able to obtain definite statistics on this, but I would venture to state (through 
jjersonal knowledge) that OFCC has le.s.s than 2% of Spanish Americans in grades 
above GS-11. Consequently, even though there are 14 million Spanish Americans 
in the United States, the truth is that they do not have a viable voice, or even 
any voice, in such an important office as the OFCC. 

It is my recommendation that we commence to do all possible to correct these 
Imbalances as quickly as possible. We should start immediately with this OFCC 
vacancy. The position of the Deputy Director of OFCC is still not filled. A well- 
liualiflkd Spanish American should be sought out for this position. That person 
does not have to be this writer. There are others who are qualified in this area. 
I have applied for the position and I would appreciate being considered for It, 
but I will readily yield to the best qualified. 

There Is also presently pending at HEW, a GS-15 position for the Director 
of the Health and Social Services Division in their Office for Civil Rights (An- 
Tionncement No. 74-100). I applied for that position. HBWs Office for Civil 
Rights does not have one single Spanish American In their management level. 
It is about time they considered the placement of some highly qualified Spanish 
American for a responsible position in that office. 

I have prepared this statement in the hope that it may bring some intere.'sting 
experiences to light and perhaps provide some data that would be useful in illus- 
trating how the second largest minority group in this country has consistently 
lM»en short-changed. The Spanish American does not want to be carried as a 
llabilltT; he wants to work and share in helping this country grow to be strong 
and self-sufficient. He (or she) wants to participate, with dignity and pride 
by occupying a respectable position in the mainstream of this Society. 

As a postscript. I would like to conclude this statement by commenting on the 
•candidates who were actually selected for the above eight (8) positions. None 
of those .selecte<l are in the Spanish American category. I know this to be a fact 
Iiecause I personally looked into each Individual situation and obtained first-hand 
Information regarding the results. 

Mr. MCCLORT. Are there any Federal oifioials that yoii are aware 
of in anv of these departTnonts vho are deliberately violatinjr your 
own rejnilations. or are thev able to single out Spanish-ppenkinfr. 

•Spanish surnames and exclude them from employment opportunities? 
Is there any kind of a pattern like that that yon roiild point to? 

Mr. VALENZTTELA. Just on statistics alone. Again, as I mentioned, the 
courts have stated  

Afr. MOCTORY. Well, do you have any otlier evidence other than just 
peroentajres? 

Mr. VALENZUELA. Yes. 
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Mr. MCCLORT. Frankly, I thiiik these percentages—we are talking 
about quotas, too, and we are talking about jobs, and you may be 
talking about goals or objectives or something like that, but it gets 
down to a question of quotas when you talk about a percentage of jolis 
in a particular category or a particular level in relation to the percent- 
age of population, and that is not a veiy popular theme. 

Mr. FiiiRRo. Mr. McC'lory, I think that one of the concerns that we 
ha\e is so long as Spanish-speaking people are not in some of the pol- 
icymaking roles within F'ederal agencies or any agency at all, it is 
very difScult to expect, for example, as you indicated in a very specific, 
that in Illinois your district, there is a sizeable Spanish-speaking pop- 
ulation, and yet, you know, you are saying there is an awful lot of 
jobs, you know, and that you ai-e familiar with the jobs that exist. I 
think that so long as we do not have people, say, for example, in j'our 
staff, you know, that can relate to Spanish-speaking problems, it is 
going to he very difficult for yourself to underetand some of the prob- 
lems that the Spanish-speaking people have, and I think this is a thing 
we are saying here. 

It is very difficult for a lot of Anglos to go out and recruit in our 
community, or to know where to recruit, and what colleges to hit. 

Mr. MCCLORY. 1 keep in pretty close touch with the Spanish-speaking 
community. 

ISIr. FiERRO. But I am talking alx)ut so long as the Spanish-speaking 
people are not in those positions that can relate and coriesijond and act 
as liaisons to the Spanish-si^eaking comnmnity, it is still going to lie 
difficult to understand and identify groups or individuals that can 
provide or bring about some progress, and I think that whetlier it is 
congressional staffs or whether it is Federal agencies, I think that we 
want to have the opportunity to also bring about those changes within 
those agencies. 

But we are excluded from tliat participation. It is not going to 
happen. 

^Ir. MrCrxtRT. Well, I can see our committee writing a report which 
would include references to testimoiiy that you are giving, but which 
would merely result in our complaining that different Federal agencies 
had employee ratios of Spanish surnamed only at a particular percen- 
tage in contrast to tiie popidation ratio in the area or in the Nation, 
which was far greater. 

And if we nulicatc that as a basis for discrimination, it does not 
seem to me it would be vei-y persuasive. 

Mr. FiERRo. Well. I think that, you know, you have five people in the 
Civil Service Commission, for example, dealing with the total 16-point 
program throughout the country. Now. what kind of a job can we ade- 
quately ex))ect them to do, and yet, within the other agencies, within 
the other departments, thoy have veiv low representation of Spanish- 
siieaking people, so that we do not also want to put peo])Ie within the 
civil rights type of arms, yon know, to deal with our—relative to otir 
issues. But also in terms of their own expertise, their own backgrounds, 
their own fields, and I think this is what we are talking alwut. 

But I disagree with you that that is all you can report. I think that 
if that is all you get from the I'eport that is before you. you know. T 
would certainly like to pui-sue further in terms of what these statistics 
and this information relates to. 
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Mr. MCCLORY. T tliink it would be very lielpfiil to me if you could 
provide nie with some statistics indicating merit which we are donving 
to oui-selves because we are discriminating against a [)crson of merit on 
the basis of liis etlinic background, or any other parameter which is 
used as a basis for discrimination. 

Mr. VALENZUELA. One example, may be those Border Patrol posi- 
tions where they are hiring Anglos over qualified Spanish-speaking 
and then training them in Spanish, and we know that the Spanish- 
speaking are highly qualified for these positions. I know particular 
situations along Arizona where Spanish-speaking individuals at the 
GS-12 ^rade levels have been by-passed and Anglos below have been 
placed in supervisory positions above them. Those are specific inci- 
dences of discrimination. 

I would be glad to provide the committee with more specifics. 
Mr. MCCLORY. Do 3'o\i have those ligures included as a  
Mx. VALENZUEI^^. I do have some other figures. 
Mr. MCCLORY. I think that might be helpful to us. 
Mr. VALENZUELA. If 1 may, maybe an example of that also is the De- 

partment of Justice with the Federal prisons. We have information 
that a Mr. Tomas Zuniga, a correctional treatment specialist, recently 
employed at La Tuna, Tex., which is a Federal prison outside of El 
Paso, Tex., expressed some of tlie problems which he encountered while 
employed at the correctional facility. La Tuna's Spanish-speaking in- 
mates consist of approximately 63 percent of the total inmate popula- 
tion as of Dcceml)er 107:5. Many of tiie Spanish speaking arc also Span- 
ish monolinqiuil and Mexican nationals. He noted that there exists a 
great animosity between the Mexican Nationals and American-born 
Spanish-speaking inmates. He indicated that the greatest percentage 
of La Tuna staff and administrative personnel were non-Spanish 
s[)eakers, which resulted in a constant communication problem between 
the staff and tlie inmates. 

As a consequence, the administration of justice as it exists in La 
Tuna, and which is greatly based on verbal communication, was very 
limited. 

Mr. EDWARDS. If I may interrupt, we have to move along, but with 
regard to La Tuna, the committee will direct a letter to the warden 
there. I visited that particular correctional institution myself, and for 
the matter of more than 50 percent of the employees there, Spanish 
speaking. Chicanos, Mexicans, and Mexican Americans, just d<K"s not 
make sense, because practically evciy face you see is a Mexican Amer- 
ican oi- Mexican face there. 

Now, Mr. Drinan—oli, pardon me. I did not mean to interrupt. 
Mr. MCCLORY. AVell, Mr. Chairman, I would like us also to have in- 

formation that if the other qualifications are equal and they are exclud- 
ing a Spanish-speaking, a Spanish-surnamed individual in favor of an 
Anglo whom they have to teach Spanish I would like to know nl)oiit 
that. That is the kind of rank discrimination that we certainly should 
not allow. 

Mr. EDWARDS. If we did not have this kind of activity 7, 8, 10 years 
ago, we would not liave had any advance in civil rights. 

Mr. MCCLORY. I have had strong support of this committee in its 
oversight. 

Mr. EDWARDS. Yes. 
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Mr. Drinan. 
Mr. DRINAN. Thank you, Mr. Chairman. 
Going back to the 16-point program, you indicated, sir, one moment 

in your thrust, that if the 16 points were in fact followed, I think you 
said there would be a much greater increase in the actual number of 
Spanish speaking hired. 

Would 30U explain that a bit more? 
Mr. VALENZUELA. My personal belief for the 16-point program is 

that it is the spirit, now tJiat we have to follow the original 16 points, 
drafted in 1970. Although impoitant at that time, I think now we 
have to address oui-selves to some more specifics of tliose 16 points. 

The 16 points as we see it now, we feel the spirit—what it represents 
is the fact that it is an emphasis program for the Spanish speaking, 
and as we emphasize it, tliere are problems with the Spanish-speakmg 
employment, that we do develop special programs, the difl'erent points 
geni'ially following, that the agencies and the Civil Service Commis- 
sion follow those specific points. We feel that there would be great 
incieases in representation. 

Hftwever-  
Ml'. DEINAN. Well, do you think, going back, were the Spanish 

speaking involved in the development of these 16 points that were 
issued bv the President on November 5,1970 ? 

Mr. VALENZUELA. Yes. As I understand it, at that time there was 
even—there could have been a more effective draft that was watered 
down that included what we have now. 

Mv. DRIXAX. Well, can you point to—you said that the 16-point 
program is not being carried out, and that if it were, more Spanish 
spealcing employees would be retained. 

Well, which of these 16 points are not in fact being followed ? 
ilr. VALEXZUELA. Again, as I mentioned, the spirit, when the  
Mr. DRIXAX. I mean, just answer the question, will you ? 
You know, you made an accusation. I want to know. It seems kind 

of general to me, these 16 points, and yet there are some specifics. For 
example: 

No. 5. step up reoniitment with siKulfioant nuinbors of Spnnish-sppaking 
students to permit entry from FSEE registers without uecessity of written 
exauiiii.atiim. 

I want to know specifics. Is that being enforced or not ? 
Mr. VALEXZCELA. AVith the FSEE. no; it was not being enforced, 

and the fact that snch areas such as Denver where tlvere are 1.50 
Snanish speaking with baclielors and masters degrees taking the tests, 
I believe only about 12 in one chiss passed it. So we felt tliat the test 
itself was detrimental, it was not helping the Spanish speaking. 

Now. there has been  
Mr. DRTXAX. Well, wait. Without necessity of written examination. 

Do thov in fact waive the written examination ? 
IVfr. YAT-ENZTTEI-A. No. They are required to take the FSEE. 
Mr. DRIXAX. SO they have in fact not complied with No. 5 of the 

16 points. Is that what vou are telling me ? 
'Sfv. YAEEXZTTEI.A. That is riirht. 
Mr. DRIXAX. Well. T would like to have documentation on that, 

beenuso that is a specific that we can go back with. 
l\fr. FIERRO. I think that there is an evaluation that was conducted 

by IMAGE on the 16-point program, and I think that the committee 
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does have a copy of that and we would like to provide you with  
Mr. DRINAX. IS it that one ? 
Mr. FiERRO. No; it is an evaluation of the 16-point program acrosb 

the country. We would like to provide you with a copy of that evalua- 
tion as determined by IMAGE of the 16-point program that will give 
you tlie specifics tliat you are relating to, compared to evei7 jwiut. 

Mr. DRIXAN. Tliut would be very helpful. 
Now, on another question, I do not want to quibble about how many 

Spanish speaking there are, but I think nonetheless that it is rather 
essential, and you quote on page 11 of one of the documents here that 
the Catholic Church—T do not know what agency of the church— 
estimates there are approximately 15 million, or 7 percent, Spanish- 
speaking people in the United States. 

Now, as I say, I do not want to get into statistics too technically, 
but would you have any comments on that? How essential is it to 
determine the percentage of Spanish speaking? 

Now, as 1 say, I do not want to get into statistics too tcchniiully, 
programmatic moneys are concerned since in many cases tliey deter- 
mine the amount of moneys that is going into special programs l)y the 
population. As far as the figures for the population, we have dr-iived 
some of the information oui-selves; in fact, in California, as an exam- 
ple, whore the Mexican-American Population Commission was iiistrn- 
mental in filing suit against the Census Bureau to correct and update 
their figures. In fact, this week, on Friday of this week there v ill be 
a pnss conference with new disclosure of more corrected figures by 
the Census Bureau. 

Mr. DKINAN. All right. Thank you very much. 
I yield to the chairman. 
Mr. EDWARDS. MS. Chavez ? 
Ms. CHAVEZ. I just have one question. Mr. Kator and Mr. Costales 

testified this morning that the Department of Interior was about to 
appoint a full-time coordinator for the Spanish-speaking program. 

In your testimony today you mentioned that the Department of 
Interior has a Spanish-speaking program coordinator, but that he is in 
fact non-Hispanic. 

Could you clarify that for me? Is this person now being replaced? 
What is the status of this appointment right now ? 

Mr. VALENZTJELA. The person who was initially designated, as I 
understand, was given this additional responsibility, although he 
held a full-time job. another position, another responsibility, only 
part-time responsibility or the Ki-point program cooi-dinator. 

From the testimony this moniing, apparently they are going to 
fill it with a full-time person in that position. 

I would like, if I may, to speak about the 16-point program coor- 
dinators. I think at times the Commission as well as tlie agemii'.s, ai'e 
losing sight of what the problem is. We hope that the 16-point j)ro- 
gram is a vehicle for developing fair representation in Government 
employment. However, we do not want them to lose the spirit and the 
reason, the purpose of the program just in the development of the 
program itself. 

Well, we cannot move until we develop the program. Vacancies are 
occurring at supergrade levels and high positions throughout,those 
agencies. They can indicate and demonstrate tlioir commission a't any 
time, beginning right now, with the next vacancy that occurs, by 
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filling these positions with Spanish speaking. They do not hare to wait 
for the implementation or development of the 16-pomt program aloue. 
They can begin that immediately. 

Mr. EDWiUU)s. Mr. Valenzuela, you picked the.se four agencies as 
sort of your targets. You find them, insofar as your views are con- 
ceined, the worst in discrimination. 

Is riiat correct^ 
Mr. VALENZUIXA. Yes. Tlie criterion that was used is the impact 

these agencies had across the Nation, their input into the various com- 
munities throughout the country, tlieir blatant disregard of the IG- 
point program in documented areas of discrimination, and their dis- 
regard for the Iti-point program. 

Mr. J^DWARns. Well. insf)far as at least three of tliem are concerned, it 
•would seem to be that they woultl have a rather easy job with regard to 
the fair employment of Spanish sijeaking, the ^'eterans' Department, 
the Department of ,I\istice, tlie Border Patrol, and Drug Ejiforcement 
Aduiiiiistration, things like that. Ajid wjiat was the other, the Interior 
and Transportation. I should think they would have no problem at all. 

So, is it rather interesting that these are less than satisfactory, three 
of the.se four especially in light of the fact that you liave other 
agencies that are doing better, that have done a good job insofar as 
your organization is concerned. 

^Ir. VALKXZI KI.A. That is very true. Those that at& socially minded 
or social program oriented are the ones that appear to have the woi-st 
records. The Justice Department conducted its own review, its own 
investigation in-house last summer. The recomuiendatiof.3 were pre- 
sented in-house. These recommendations for the development of a 
strong Si)anish-speaking recruitment drive, and the development of 
a uuit within the civil rights section for Spanish speaking, this has 
not come about. 

Mr. fyi)WARi)s. Are there any other questions ? 
Mr. FiERKo. I have anotlier point. I think that one of the concerns 

that we have is relative to, you know, making a request of this com- 
mittee, and that is that the committee, the subcommittee requests from 
all of the four agencies their action plans, all of the pertinent corre- 
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spondencc of fhe four agencies, the program management evahiation 
team results and recommendations, and a statement as to tiieir compli- 
ance, the Civil Service Commission's affirmative action plan with perti- 
nent correspondence, specificallj' reconunendations concerning Span- 
ish-speaking people, and the name, title, date of employment, whether 
full-time or part-time responsibility for the 16-point coordinator act- 
ing entity for the four agencies and the Civil Service (Commission; in 
addition, a statement describing those qualifications, experiences or 
education or natural origin qiuilifying them for those positions. 

I think that what we are asking is that this committee also continue 
to conduct oversight, have oversight responsibilities of the four agen- 
cies, by requesting them to submit for the record every 4 months or 
quarterly the progress in terms of tlie Spanish speaking. 

]Mr. EnwAKDS. Mr. Fierro, you have our assurance that the subcom- 
mittee will do just that. 

Air. FiERRo. Thank you. 
Mr. EDWARDS. We also are sending to the Chairman of the Civil Serv- 

ice Conmiission a lengthy (juestioniuiire with regard to this subject, and 
we will make public the response that we receive from Commissioner 
Hampton. 

AVell, we thank you very much for appeaiijig before the committee 
today. Tliis is a continuing effort by the House Judiciary (Mnmiittee 
in this important area of American life, and we appreciate the co- 
operation of IMAGE. We look forward to working closely with you. 
"^^'e welcome communications from you. 

ilr. YALEXZUEL^V. Thank you, Mr. Chairman. 
Alay I ask when will the four agencies be providing testimony ? 
Mr. EDWARDS. We have not actually set the dates. As jou know, we 

have had a problem in holding hearings because of the claims made 
\ipon us, the members, by the impeachment inquiry, but it is a sub- 
ject that is close to our heart, and I assure you that Ave will move right 
ahead, and I trust that in your capacity as president of IMAGE, tliat 
jou will remind us from time to time if we are derelict. 

Mr. VALENznEL.\. Thank you very nmch. 
[Whereupon, at 12:10 p.m., the subcommittee was adjourned.] 





FEDERAL EMPLOYMENT OF SPANISH-SPEAKING 
AMERICANS 

TUESDAY, SEPTEMBEB 17,  1974 

HOUSE OF EEPRESEN-TATIVES, 
CIVIL RIQHTS AND CONSTITUTIONAL RIGHTS SUBCOMMITTEE 

OF THE COMMITTEE ON THE JUDICL\RT, 
Washington, D.C. 

The subcommittee met, pursuant to notice, at 10:05 a.m., in roon> 
2237, Rayburn House OiRce Building, Hon. Don Edwards [cliainnan 
of the subcommittee] presiding. 

Present: Eepresontatives Edwards, Waldie, Sarbanes, Drinan, Eaii- 
gel, Wiggins, McCloiy, and Butler. 

Also present: Alan A. Parker, counsel; Linda Chavez, staff analyst;. 
and Kenneth N. Klee, associate counsel. 

Mr. EDWARDS. The subcommittee will come to order. 
The Civil Rights and Constitutional Rights Subcommittee of the- 

House Committee on the Judiciary meets this morning to continue 
hearings on the Federal employment of the Spanish speaking. 

We have with us today witnesses from the U.S. Department of the 
Interior. I would like to take this opportunity to welcome Mr. Edward 
E. Shelton, Director for the Office for Equal Opportunity of the De- 
partment of the Interior. And Mr. Shelton is accompanied by Ms.. 
Ruth Graham. Assistant Director of the Office for Equal Opportunity,, 
and Mr. Jess Quintero. Spanish-speaking program coordinator. 

As I am sure our witnesses here today are aware, this committee 
undertakes with great seriousness its mandate to oversee enforce- 
ment of our civil rights laws. Over the past 3 years the subcommittee 
has held numerous days of hearings on equal employment opportimity 
within the Federal Government. 

During 1972 and again in 1974 the subcommittee has paid special 
attention to the problems which Spanish-speaking Americans en- 
counter in obtaining jobs within the Federal Government. The record 
with regard to Spanish-speaking Federal employment has been par- 
ticularly dismal. 

In the 2 years since this subcommittee initiated its first hearings on 
the Fexlerai employment problems of the Spanish speaking, there has 
been an increase in Spanish-speaking Federal emploTOient of only 
two-tenths of 1 percent. Spanish-speaking persons now number .^.1 
percent of all Federal employees while they represent more than 6 
percent of our population. 

It is the intent of this subcommittee to focus on the efforts of 
various Federal agencies to increase employment opportunities to 
Spanish-speaking persons. Earlier this year the subcommittee re- 
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ceived testimony from the Civil Service Commission concerning this 
airemywide Spanish-speaking program. We also heard at that time 
from IMAGE, an organization of Spanish-speaking Government 
employees. 

At tlie ontset of our initial hearings the subconmiittee announced its 
iiitejition to ivceive testimony from tlie Department of tlie Interior, the 
Department of Justice, the Veterans' Administration, and the De- 
paitment of Transportation. We commence today the sex-ond phase of 
tliose hearings with testimony fi"oni the Department of the Interior. 

Mr. Shelton, we are pleased to have you with us today. We look 
forward to your statement, and have I identified everybody who is 
with you, Mr. Shelton ? 

TESTIMONY OF EDWARD E. SHEITON, DIRECTOR, OFFICE FOR 
EQUAL OPPORTUNITY, DEPARTMENT OF THE INTERIOR, ACCOM- 
PANIED BY RUTH A. GRAHAM, ASSISTANT DIRECTOR, OFFICE 
FOR EaUAL OPPORTUNITY; MARY WRIGHT, ASSISTANT TO THE 
ASSISTANT DIRECTOR, OFFICE FOR EftUAL OPPORTUNITY: AND 
JESS aUINTERO, SPANISH-SPEAKING PROGRAM COORDINATOR 

Mr. SHELTOK. Yes, with the exception of Ms. Graham's assistant, 
JIs. MaryWiiffht. 

Mr. EDWAKDS. MS. Wright, glad to have you. 
You may proceed witli your statement, Mr. Shelton. 
Mr. SnEi.TON. Mr. Cliairman and members of the subcommittee. 

tliank you for the opportunity to appear befoi-e your subcommittee 
totestiify on the emi)loymeTit situation of Spanish-sjieaking Americans 
within tiie Department of the Interior. 

Witli me is Ms. Rutli A. Graham. Assistant Director of Equal Em- 
ployment Opportunity. Ms. Graham has primary responsiljility for 
providing leadership in the Department in carrying out the overall 
equal employment opportunity program inchuUng the President's 
pioaram of equal employment op]x)rtunity for tlie Spanisli speaking. 

First let me extend my pei-sonal apology for any inconvenience 
caused by the Department of the Interior through its failure to appear 
to testify on July 1. Please be assured that there was a misunderstand- 
ing over tlie appearance of n witness from this Department at the 
hearing before this subcommittee. 

Tlie Department is mast desirous to cooperate with the sulx-omnnt- 
tee and wislies to sliare witli it the Denartment's lu-ograms and activ- 
ities designed to implement the President's 16-point program for the 
Sjianish speaking. AMiile the Department of the Interior is not satis- 
fied with its utilization of S))anish-s|)eaking persons, it has expended 
considerable resources in makii\g the ))rogress that it has made to date. 

Since the inception of the Ifi-point program for the Spanish speak- 
ing in November 1970, the Department has made every effort to lie 
responsive. In keeping with U.S. Civil Service Commission instnic- 
tions, the Denartmcnt named a Ifi-point program coordinator. 

The individual designated. Ms. Ruth Graham, has extensive civil 
rights background and as Assistant Director of Equal Employment 
Oppoitimity for the Department, reports directh' to the Director, 
Office for Equal Opportunity. 

The organization for the 16-point program as a part of the overall 
EEO program was in keeping with Civil Service Commission guide- 
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lines whereby tlie Dirpotor of Equal Oppoitunity was held responsible 
for the entire EEO projiiram, which includes tl)e. Spanish-speakijij^ 
program, while insuring tlie injiut of the pei-son designated as coordi- 
nator in the dovelopinejit and implementation of the total program. 

In addition, in July IUTI, tiie Ofiice for Equal Opportunity hired a 
bilingual-bicidtural pei-son at the GS-1^ level to serve under the As- 
sistant Dij-ector's supervision as staff spwialist for equal employment 
oi)port unity programs unique to the needs and concerns of the Span- 
ish suniamed and American Indians. 

Appro.xiniate.ly 7.") percent of this individual's time was devoted to 
the Iti-poiut piognun. He was promoted to GS-13 in September li)72 
and then transfeiied to another Federal agency last September 28. 
Active recruitment was underway to fill this vacancy with an equal op- 
portunity si)e<ialist wiio has bilingual capability when the Department 
received Chairman Ilajupton's letter lequesting the Department to 
appoint a full-time coordmator for the Spanish-speaking program. 

A full-time position of Spanisli-speaking program coordinator, 
GS-160-i;Vl-l was established and the position advertised through the 
merit promotion program. Mr. Jess Qnintero. GS-l(i(>-12, title VI 
compliance oflicer, Olhcc for Equal Op])ortunity was selected and will 
assume the duties of the position on August .">. 

In addition to the stafhng within the Oftice for I<2qual Opportunity to 
carry out a viable program for the Spanish speaking, the Dopaitment 
requires that there is a Spanish-speaking pitjgram coordinator at 
each bureau headquartei-s and at major installations in the field. All 
coordinators, 41 ])ei<ont of whom are Spanish-surnnmed, serve on a 
part-time basis. During this fiscal year, three Spanish-speaking ap- 
plicants were selected for key bureau ec}ual opportunity specialists 
positions. 

TIio Oflice for Equal Opportunity has attempted to keep this pro- 
gram before supeivisors and managers. One of the most effective 
methods used by the Department to provide program direction is 
thiough national and regiomil conferences. In respon.se to the Presi- 
dent's program announced in November 1070, the Department of the 
Interior held a conference of departmental officials responsible for 
employment piactices to discuss oppoitimities for Spanish-surnamed 
Americans. The end product of the conference held February IJ), 1971, 
in Denver, Colo., was designed to l)e a commitment by each bureau for 
goals for hiring and promotion of Spanish-sunmmed Americans. A 
copy of the confercncp report is enclo.scd as exhibit 1. During the latter 
part of September 107]. tlie Office for P^qual Opportmiity. in <'oopera- 
tion with tlie Oflice of Peisomiel Management, made followup visits 
to the bureau facilities in the Southwest to discuss bureau commit- 
ments made at the confei'ence. 

The Department of the Interioi- held a national EEO conference ia 
^larch 1073 to assure that top management officials throughout the 
Department are knowledgeable of new trends in EEO. The (^ivil Serv- 
ice Ounmission was invited to speak concerning the goals of the 
Spanish-speaking program. 

In addition, there was opportunity for discussion in a two-day work 
group devoted to the 16-point program. As a followup, the Depart- 
ment has sponsoietl two regional conferences—Noveml)er 14-15, 1973, 
at Atlanta, Ga., for managers serving in Interior in.stal hit ions in the 
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east and April 2-4, 1974, at Portland, Oreg. for west coast managers. 
A Midwest conference is scheduled to be held in Denver, (JoJo. 

later in 1974. The Spanish-speaking program is a major part of these 
conferences and Spanish-speaking resource people are made available 
to discuss all aspects of this program. The conference report of the 
national conference is enclosed as exhibit 2. 

The Department also has given program direction through use 
of written correspondence. On April 13, 1973, the Director of Equal 
Ol>portunity sent a memorandum to heads of bureaus and offices whicli 
publicized the name of the Department coordinator, described the 
function of bureau coordinatoi-s and recommend CSC trainiiig for 
Spanish-speaking program coordinators. The Departmental Manual,. 
370 DM 713; the EEO action plan; Equal Employment Oppoi-tunity 
Memorandums; and the EEO NeAvsletter all are used to give prograni 
direction. Copies of these are enclosed as exhibits 3, 4, 5, and 6. 

Mr. EDWAKDS. Mr. Shelton, we have not received those exhibits. Do- 
you have them there ? 

Mr. SHELTON. Right lierc 
Mr. EDWARDS. Thank you. Tliey will be made a part of the record, 

without objection. 
Mr. SHELTON. The Department of tlie Interior has been well rej)re- 

sented at the 1974 aimual conventions of three major Spanish- 
suniamed national organizations: IMAGE, May 30-June 2, Las 
Vegas, Nev.; League of United Latin American Citizens (LUI^AC), 
El Paso, Tex., June 26-30; and American GI Forum. Los Angeles, 
Calif., July 17-21. The Assistant Director of Equal Employment Op- 
portunity attended the IMAGE convention. 

The last several years the Department has rented exhibit space and 
coordinated bureau exhibits at the LULAC national convention. Bu- 
reau representatives are available at the exhibit area to discuss the 
programs of Interior. 

Last year, Mr. Higinio Costalcs. Director. Spanish-speaking pro- 
gram, U.S. Cinl Service Commission requested that the Department 
representative appear as a panel member of a workshop for 16-poiut 
program coordinators. In his request, Mr. Costales said, "His purpose 
on the panel will be to discuss the many affirmative activities your 
Department has undertaken to implement the 10-point procrram!'' 

A special issue of the EEO Newsletter Adelante was published in 
June 1973 featuring Interior Spanish-surnamed employees in signifi- 
cant positions. The newsletter not only received regular distribution 
within the Department, but a copy was made available to each person 
attending the LLTLAC convention program. 

The Department also participated in the American GT Forun> 
convention held at El Paso. Tex., on August 1.5-18, 1973. Again, 
exhibit space was rented and bureaus participated actively in the 
convention. Adelante was made available to all convention partic- 
ipants. 

Perhaps the most significant Outreach effort made to date is the 
National Conference on Minority Participation in Earth Science and 
Mineral Engineering sponsored by the Department of the Interior and 
the Colorado School of Mines on June 7-9,1972. 

The conference, with the participation of numerous civic rom- 
miinity and professional organizations, Federal agencies, and major 
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Jnmmg and oil companies, was aimed at devising ways whereby young 
people in minority jrioups may become aware of career potentials 
and obtain the training necessary to qualify for positions in geology, 
geophysics, mineral engineering, and related sciences. 

Spanish-speaking individuals were actively involved in planning 
the conference and participating in it. Efforts of the Department 
to increase minority participation in Earth science have been inten- 
sified since the conference, and those efforts are beginning to show 
concrete results. A copy of the conference report is enclosed as ex- 
liibit 7. 

TTie Bureaus also have taken positive action to assure that there 
is true equal employment opportunity for all persons and that Bureau 
programs are reaching the Spanish-speaking population. Examples 
of the kinds of activities undertaken which include use of the In- 
tergovernmental Personnel Act, cooperative education agreements, 
recruitment programs, identification of positions requiring a knowl- 
edge of Spanish arc enclosed as exhibit 8. 

On July 13. 107:1. IMAGE published an evaluation of a Civil Serv- 
ice Commission 16-point program study and status report. Signifi- 
cantly, the Department of the Interior was referenced as one of the 
few departments or agencies that had put forth some effort. 

One quote from the report states: 
The Department of the Interior alone conducted an Indepth analysis of their 

fJpjintsh-Spoalting work force, identified their problem areas and called these 
to the attention of tlieir field staff. 

Anotliei- quote on the guidance piovided for program implementa- 
tion stated: 

Tlie Department of the Interior issued extensive guidance while the ma- 
jority of agencies did not evaluate their Spani.sh-Surnauied employment situa- 
tion and did not iK)int out identified problems to their field offices. 

The report f uither states that: 
AVith few exceptions, agencies have not added Spanish-Surnaraed staff mem- 

bers to their headquarters civil rights and EEO offices. Although a nural)er of 
agencies have appointed Spanish-siirnamed 16-point program coordinators, 
these have u.sually been placed in either personnel offices or at the si>ecial assist- 
ant level. Agencies adding Spanish-surnamed staff members to their civil rights 
an<l BEO offices at the headquarters level have been AEC, DOT, VA, GSA, and 
Interior. 

'\^'hilc the employment posture of minorities in the Department 
of tlie Interior is far from what we would like to see, Spanish-speak- 
ing employment has had a gradual but steady increase since the in- 
ception of tlie 16-point program in November 1070. Progress for the 
Spanish-speaking can bo mciisurod not only in terms of gross statis- 
tics. Gradual upward trends can be observed in increased representa- 
tion, in better paying jobs, and in better utilization in scientific, other 
professional, and administrative positions. 

The 1970 cen.sus shows that Americans of Spanish ancestry are 
clustered in certain States rather than distributed more or less evenly 
among all .50 States. It also shows tliat the 0 States where the largest 
nuinber of persons of Spanish origin live are California, Texas, New 
York, Illinois. Florida, New Jersey, New ^Mexico, Arizona, and Colo- 
rado with well over half of the Spanish population concentrated in 
tlie five Southwestern States. 
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partment work force. In addition, the Bureau of Indian Affairs wliieh 
l)rovides preferential hiring for American Indians constitutes 74 per- 
cent of the Department's employment in New Mexico and 76 percent 
of the total in Arizona. In fact, tixe Bureau of Indian Affairs comprises 
40 percent of tlie Department's work force in the live Western States. 
Only 2 percent of the Department's employees are located in New 
York, New Jersey, Florida, and Illinois. P^nclosed are statistics show- 
ing the utilization of the Spanish speaking in the Department of the 
Interior as exhibit 9. 

While the Department wishes to evaluate its own equal employment 
opportunity [)rogram against the analysis of its pioblems and the goals 
and objectives it lias established to help alleviate the conditions which 
adversely affect the eniployability of the Spanish speaking, it has 
looked more closely as a result of tlie IMAGE complaint at the pi-o- 
grams and the results achieved by other Federal agencies in an attempt 
to better our employment posture. 

Mr. Chairman, this concludes our testimony. Ms. Graham and I will 
be glad to answer questions to the best of our ability. 

Thank you very much, sir. 
[The prepared statement of Mr. Edward E. Shelton follows:] 

STATEMENT OP EDWARD K. SHELTON, DIRECTOR, OFFICE FOR EQUAL OPPORTUNITT, 
U.S. DEPARTMENT OF THE INTERIOR 

Mr. Chairman and members of the subcommittee, thank you for tlie opportunity 
to appear before your Suboonunittee to testify on tlie employment situatimi of 
Spani,sh-Speakiiig Americans within the Department of the Interior. (^Vith me 
Is Ms. Ruth A. Graham, As.sistant Director of Equal Employment Opportunity. 
Ms. Graham has primary responsibility for providing leadership in the Depart- 
ment in carrying out the overall equal employment opportunity program includ- 
ing the President's program of equal employment opportunity for the Spanish- 
Speaking. > 

First let me extend my personal apology for any inconvenience caused by the 
Department of tlie Interior through its failure to appear to testify on July 1. 
Plea.se be assured that there was a misunderstanding over the appearance of a 
witness from this Department at the hearing before thi.s Subcommittee. The De- 
partment is most desirous to cooperate with the Subcommittee and wishes to 
share with it the Department's programs and activities designed to implement the 
Pre.sident's Sixteen-Point Program for the Spanish-Speaking. While the Depart- 
ment of the Interior is not satisfied with its utilization of Spanish-Speaking ))er- 
sons, it has expended considerable resources in making the progress that it has 
made to date. 

Since the inception of the Sixteen-Poiiit Program for the Spanish-Speaking in 
Novemi)er 1970. the Department has made every effort to be responsive. In 
keeping with U.S. Civil Service Commission instructions, the Department named 
a Sixteen-Point Program Coordinator. The individual designated. Ms. Graham, 
has exten.sive civil rights background and as Assistant Director of Equal Em- 
ployment Opportunity for the Department, reports directly to the Director. Office 
for Equal Opportunity. The organization for the Sixteen-Point Program as a 
part of the overall EEO iirogram was in keeping with Civil Service Comniis«'ioti 
guidelines whereby the Director of Equal Opportunity was held responsible for 
the entire EEO program, which includes the Spani.sh-Speaking Program, while 
Insuring the input of the person designated as Coordinator in the development and 
imnlementation of the total program. 

In addition, in .Tuly 1971. the Office for Equal Opportunity hired a liilingual- 
bicultural person at the GS-12 level to serve under the Assistant Director's 
supervision as staff specialist for equal employment opportunity program.s 
unioue to the needa and concerns of the Spani.sh-Surnamed and American 
Indians. Approximately in percent of this individual's time was devoted to the 
Sixteen-Point Program. He was promoted to GS-1.3 in Sentember 1972 and then 
transferred to another Federal agency last September 28. Active recruitment 
was underway to fill this vacancy with an Equal Opportunity Specialist who 
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has bilingual capability wbeu the Department received Chairman Hampton's 
letter requesting the Department to appoint a full-time Coordinator for the Span- 
Ish-Speakiug Program. 

A full-time position of Spanlsh-Sijeaking Program Coordinator, GS-180-13/14 
was established and the position advertise<l through the merit promotion program. 
Mr. Jess Quiutero, GS-l(>a-12. Title VI Compliance Officer, Office for Equal 
OpiM)rtunlty was selected and will assume the duties of the position on August ."i. 

In addititm to the staffing within the Office for Equal Opp<jrt«nit,T to carry out 
a viable program for the Spani8h-Si)eaking, the Department requires that there 
is a Spanish-Si)eaking Program Coordinator at each bureau headquarters and 
at major installations in the field. All Coordinators. 41 percent of wlioni are 
Kpanish-Surnamed, serve on a part-time basis. During this fiscal year, three 
Spanish-Speaking applicants were selected for key bureau Equal Opportunit.v 
Sjieclalists positions. 

The Office for K<jual Opportunity has attempte<l to keep this program before 
supervisors and managers. One of the most effective methods used by the 
Department to provide program direction is through National and Regional 
Conferences. In resixmse to the President's program announced in November 
1!)70. the Department of the Interior held a conference of departmental officials 
responsible for employment practice^ to discuss opportunities for Spanish- 
Surnamed Americans. The end product of the conference lield February 19, 1971 
in Denver, Colorado, was designed to be a conmiitnient by each bureau for 
goals for hiring and promotion of Spanish-Surnamed Americans. A copy of 
the conference re|)orr is enclosed (Exhibit 1) \ During the latter i>art of Sep- 
temlier 1971, the Office for Equal Opport\inlty in cooperation with the Office of 
Personnel Management made follow-up visits to the bureau facilities in the 
Southwest to discuss bureau commitments made at the conference. 

The Department of the Interior held a National EEO Conference in March 
1973 to assure that top management officials throughout the Department are 
knowledgeable of new trends in EEO. The Civil Service Commission was in- 
vite<l to speak concerning the goals of the Spanlsh-Siieaking Program. In addi- 
tion, there was opportunity for discussion in a two-day work group devoted to 
the Sixteen-Point Program. As a follow-up. the Department has sponsored two 
regional conferences—November 14-15, 1973 at Atlanta, Georgia for managers 
serving in Interior installutions in the east and April 2-4, 1974 at Portland, Ore- 
gon for west coast managers. 

A mid-west conference is scheduled to be held in Denver. Colorado later in 
1074. The Spanish-Speaking Program is a major part of these conferences and 
Rpanish-.Speaking resource jiefip'e are made available to discuss all asj>e<-ts of 
this program. The conference report of the national conference is enclosed 
(Exhibit 2). 

The Department al.so has given program direction through use of written 
correspondence. On April 13. 1973, the Director of Equal Opportunity sent a 
memorandum to head of bureaas and offices which imblicized the name of the 
Department Coordinator, described the function of bureau coordinators and 
recommended CSC training for S)>anish-S)ieaking Program Coordinators. The 
Departmental Manual, 370 DM 7713: the EEO Action Plan: Equal Employment 
OpfKirhmity Memorandums: and. the EEO Newsletter a'l are nse«I to give pro- 
gram direction. Copies of these are enclosed  (Exhibits 3, 4. ."» and fi). 

The Department of the Interior has been well represented at the 1974 annual 
conventions of three major Spani.sh-Surnamed National Organizations: IMAGE. 
Jlay 30-.Tune 2. Las Vegas, NevaiUi: League of United Latin American Citizens 
(LI^LAC) El Paso. Texas. June 2f>-.30: and. American GI Forum. Los Angeles, 
California, .Tidy 17-21. The Assistant Director, of Equal Employment Oppor- 
tunity, attended the IMAGE Convention. 

The last .several years the Department has rented exhibit space and coordi- 
nated bureau exhibits at the LI'LAC National Convention. Bureau repre-sentn- 
tives are available at the exhibit area to discuss the programs of Interior. Last 
.vear. Mr. Higinio Costales, Director. Spanish-Speaking Program, U.S. Civil 
Service Commission requested that the Department representative appear as a 
panel member of a work.shop for Sixteen-Point Program Coordinators. In his- 
request. Mr. Costales said. "His purpose on the panel will be to discuss the 
many affirmative activities your Department has undertaken to implement the 
Sixteen-Point Program." 

A special  issue of the EEO Newsletter "Adelante" was pulilishe<]  in  .Tune- 
1973 featuring Interior Spanish-Surnamed employees in significant positions.. 

> See exbibltB In the appendix at p. 133. 
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The newsletter not only received regular distribution within the Department, 
but a copy was made available to each person attending the LTJLAC Conven- 
tion. Also, the Department placed an employment advertisement in the LULAC 
Convention program. 

The Department also participated in th» American G.I. Fomm Convention 
held at El Paso, Texas on August l.'i-lS. 197.S. Again, exhibit space was rented 
and bureaus participated actively In the convention. "Adelante" was made avail- 
able to all Convention participants. 

Perhaps the most significant outreach effort made to date is the National Con- 
ference on Minority Participation in Earth Science and Mineral Engineering 
sponsored by the Department of the Interior and the Colorado School of Mines on 
June 7-9, 1972. The conference, with the i)articipation of numerous civic, com- 
munity and professional organizations, Federal agencies, and major mining and 
oil companies was aimed at devising wa.vs whereby yoiing i>eople in minority 
groups may become aware of career potentials and obtain the training necessary 
to qualify for positions in geology, geophysics, mineral engineering and related 
sciences. Spanish-Speaking Indlvidual.s were actively involved in planning the 
conference and participating in it. Efforts of the Department to increase minor- 
ity participation in earth science have been intensified since the conference, and 
those efforts are beginning to show concrete results. A copy of the conference 
report is enclosed (Exhibit 7). 

The Bureaus also have taken positive action to assure that there is true equal 
•employment opportunity for all persons and that bureau programs are reaching 
the SpanLsh-Speaking population. Examples of the kinds of activities undertaken 
"Which include nse of the Intergovernmental Personnel Act. cooperative educa- 
tion agreements, recruitment programs, identification of positions requiring a 
knowlediie of Spanish are enclosed (Exhibit 8). 

On July 13, 197.3, IMAGE published an evaluation of a Civil Service Com- 
mission Sixteen-Point Program Study and Status Report. Significantly, the De- 
partment of the Interior was referenced as one of the few departments or 
agencies that had put forth some effort. One quote from the report states. "The 
Department of the Interior alone conducted nn in-depth analysis of their Spanish- 
Si)eaking work force, Idoiitiflcd their problem areas and called thc"^p to the at- 
tention of their field staff." Another quote on the guidance provided for program 
Implementation stated. "The Department of the Interior Issued extensive guid- 
ance while the majority of agencies did not evaluate their Spanish-Surnamed em- 
ployment situation and did not point out identified problems to their field 
offices." 

The report further states that: "With few exceptions, agencies have not added 
Spanish-Surnamed staff members to their headquarters civil rights and EEC 
•offices. Although a number of agencies have appointed Spanish-Surnamed Six- 
teen-Point iirogram coordinators, these have usually been placed in either per- 
sonnel offices or at the special assistant level. Agencies adding Spanish-Sur- 
nnmed .staff members to their civil rights and EEO ofiices at the headquarter^ 
level have been AEC, DOT, VA, GSA, and Interior." 

While the employment ixisture of minorities in the Department of the In- 
terior is far from what we would like to .see. Spanish speaking employment 
has had a gradual but .steady increase since the inception of the Sixteen-Point 
Program in November 1970. Progress for the Spanish-Spealdng can t)e meas- 
ured ont only in terms of gross statistics. Gradual upward trends can he ob- 
served in increased representation in better paying jnl)s and in better utiliza- 
tion in scientific, other professional, and administrative positions. 

The 1970 census shows that Americans of SpanLsh ancestry are clustered In 
certain states rather thnn distributed more or less evenly among all .50 states. 
It also shows that the nine states where the largest number of persons of 
Spanish origin live are California, Texas, New York, Illinois, Florida, New 
.Tcrsey. New Mexico. Arizona, and Colorado with well over half of the Spanish 
population concentrated in the five southwestern .states. 

These States comprise slightly more than % of the entire Department work- 
force. In addition, the Bureau of Indian Affairs which provides preferential 
hiring for American Indians constitutes 74 percent of the Department's em- 
ployment In New Mexico and 7() percent of the total in Arizona. In fact, the 
Bureau of Indian Affairs comprises 40 percent of the Department's work- 
force in the five western states. Only two percent of the Department's employees 
are located in New York, New .Jersey. Florida, and Illinois. Enclosed are 
statistics showing the utilization of the Spanish-speaking in the Department of 
the Interior (Eshibit9). 
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While the Department wishes to evaluate Its own equal employment oppor- 
tunity program against the analysis of its problems and the goals and ohjec- 
tives it has established to help alleviate the conditions which adversely affect 
the employability of the Spanish-Speaking, it has looked more closely as a 
result of the IMAGE complaint at the programs and the results achieved by 
other Federal agencies in an attempt to better our employment posture. 

Mr. Chairman, this concludes our testimony. Ms. Graham and I will be glad 
to answer questions to the best of our ability. 

Mr. EDWARDS. Thank you, Mr. Shelton. 
Now, according to the civil service guidelines, Mr. Shelton, each 

agwiey is supposed to appoint a full-time Spanish-speaking program 
coordinator. When was Mr. Quintero appointed? 

Mr. SHELTON. Mr. Quintero was appointed, or he came on duty, on 
August 5, this year, sir. 

Mr. EDWARDS. Now, prior to his appointment, who was the co- 
ordinator? 

Mr. SHELTON. MS. Ruth Graham. 
Mr. EDWARDS. And how much of her time was devoted exclusively to 

the^anish-speaking program ? 
Mr. SHELTON. Well, it is A^ery difficult to say, Mr. Chairman. Maybe 

I should give you a little history of our office to answer that question in 
particular. 

Mr. EDWARDS. Yes. 
Mr. SHELTON. The Office for Equal Opportunity was composed of 

only 5 persons at the inception of the 16-point program for the 
Spanish-speaking. At that time, Ms. Graham was the EEO specialist 
for the Federal employment program. This means that Ms. Graham 
had responsibility for all of the special emphasis programs, plus the 
complaint processing function. 

And I would like to say at this time, actually two-thirds of her time 
was given over to the complaint processing function. The other staff 
members had responsibility for the Department's contract compliance 
program. 

Now, I was the Director and wc had two in-staff support. At that 
time T .served as not only the Director of the Office but the Federal 
women's program coordinator. 

The conference that I talked about was put together in 1971 on the 
basis of all of the five of us in the Office putting our shoulders to the 
wheel to get the job done. Based upon that analysis of our situation^ 
sir, we just did not have the ceiling or the positions to appoint a full- 
time Federal Spanish-speaking program coordinator until just re- 
cently, sir. 

Mr. EDWARDS. NOW, you mention in your testimony the third party 
compliant that was filed against your department on behalf of 
IMAGE, the Spanish-speaking organization of Government em- 
ployees. 

Without objection, this complaint, along with the Interior Depart- 
ment's response is inserted in the record at this time. 

[The complaint and response referred to follow:] 
Phoenix, Ariz., March 15, t97i. 

Secretary ROOFTRB C. B. MORTON, 
Department of Interior, 
Washinpton. B.C. 

DEAR MR. SECRETARY : The Washington. D.C. Chapter nf IMAGE hereby files 
this third party <»omplaInt of discrimination against the Director of the Office for 
Equal Opportunity and the Director. Bureau of Outdoor Recreation of the De- 
partment of Interior pursuant to 5 CFR 713.251. 
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^iencrat Allegation 
A pervasive pattern of discrimination against Spanish Surnamed Americans 

•exists in tlie Department of Interior, especially In the overall Departmental EEO 
Program and Bureau of Outdoor Recreation with respect to recruitment, hiring, 
assignments, classification, career counseling, training, promotions, and imple- 
mentation of the President's 16-Point Program for Spanish Surnamed Americans. 

•Specific Allegations/Rcqucitt» for Information 
1. The 16-Point Program for Spanish Surnamed Americans, established by 

President Nixon in 1970. has not been eflfectivel.v Implemented in the Department 
cf Interior as an integral part of the overall EEO Program. 

(a) A full-time 16-Point Program Coordinator has been appointed. 
(b) Please furnish name, non-nilnority or minorit.v designation, .sex, grade level, 

and number of hours spent on 16-Point Program for FY '73 and '74 as per the 
following format: 

Kamc, non-minority—minority designation, SCT, time 
(c) No publicity has been given to the 16-Point Program and the 16-Point Pro- 

gram has not l)een effectively included In the Departmental EEO Program. 
(1) Please furnmh copies of FY 'IS and '74 Affirmative Action Plans (replete 

•nith goals and timetables) for the Department of Interior and for the Bureau 
fif Outdoor Recreation with each item designed to Implement the 16-PoInt Pro- 
•gram marked in red. 

(2) Please furnish copies of U.S. Civil Service Commission's evaluation and 
<'omments on FY '73 and '74 AAP, especially those comments dealing with the 16- 
Point Program. 

(3) Please furnish copies of all policy .statements, as well as other statements 
of support, regarding top management officials at the Departmental and Bureau 
level for the past three (3) years. 

(4) Please furnish the names, minority, non-minority designation (including 
«tlinic and racial group) grade and sex of all parti<'Ipant.s—to Include all Bureau 
reiiresentatlves—at the initial meeting for drafting Departmental Guidelines for 
FY '75 Affirmative Action Plan. .\Wo, furnisli n cojiy of said guidelines with each 
item designed to implement the 16-Point Program marked in red. 

(d) The 16-Point Program is not included In EEO or supervisory management 
training sponsored by the Department of Interior. 

(1) Plea.se furnish a list of courses, percent of time of course spent on IH- 
Point Program, number of people trained for FY '72. '73. and 1st % of FY '74— 
list separately for Departmental EEO Office and for Bureau of Outdoor Recrea- 
tion—as i)er the following format: 

€oiirsr, percent of time on Ill-point program, number of people trained 
(e) Department of Interior EEO staffing does not reflect any concern for the 

10-PoInt Program. 
(1) On attached format, list EEO staff by organizational unit for Department 

•of Inferior nationwide by minority and majority designaHon, sex. grade, and 
ns a footnote to the form. Indicate dates of implementation of the 16-Point 
Trogram. 

(2) Please list training received by principle EEO officials during FY '72, '73, 
and 1st Vz of FY '74 on Ki-Point Program for Spanish Surnamed Americans, 
•esi)ecially Director of ElOO and 16-1'oInt Program Coordinators as per the 
following format: 

'Name, title, date of course, length, name and source of course 
2. Lack of employment of Spanish Surnamed Americans In the Bureau of 

Outdoor Recreation in Washington, D.C. and nationwide reflects a prinia facie 
case of national origin dl.scrimlnallon. 

(n) On ntt.'ichcd fornint list pmi)loymcnt information by organization unit 10: 
tliP Bureau of Outdoor Recreation and all Iocati(ms rnider its jurisdiction as yn'T 
minority and majority doslgnatlon. sex, and gnulp. 

(h) IJst recnilting efforts by tlie Bureau of Outdoor Recreation for Spanish 
Surnamed Americans. In line with this, list all minority organizations and col- 
leges and universities utilized In recruiting effort.s, cooperative education 
efforts, etc. 

3. IMAGE requests employment information on the attached format for each 
Bureau in the Deparraent of Interior and for the Office of the Secretary as per 
ajilnority and majority designation, sex, and grade. 
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In accordance with 5 CFR 713.251. autl because this complaint is directed 
in jiart to the Departmental of EEO I'rogram, IMAGE requests that the Otilce 
of the Secretary conduct the investigation. IMAGE further request-s that the 
investigative team include a SpanLsh Surnanied investigator. IMAGE has 
included specific suggestions for information to be secured in tlie investigation 
in an effort to be helpful and to maive clear the nature and scope of our allega- 
tions. 

At the conclusion of the investigation, IMAGE will require five (5) copies of the 
complete investigative flie. We assume most of the information re<iuested is on 
hand and slionld not take long to compile. Please advise us if it will take longer 
tlmn .HO days !i) reach us and. if so, how long. 

IMAGE looks forward to w'orking with the investigative team in processing 
this complaint and please bo assured that we stand ready to as.sist in the prepa- 
ration of an affirmative plan to correct the lack of participation of Spanish 
8uruumed Americans in the Department of Interior and especially in the Bureau 
of (Jutdoor Recreation and the Bepartmental EEO Program. 

Sincerely, 
GILBERT CHAVBZ, 

President, lUAQK Chapter of Washington, D.C. 
Enclosure. 

U.S. DEPARTMENT OF THE INTEIRIOR, 
OFFICE OF THE SECBETABY, 

Washington, D.C, September 3,197i. 
Sir. GILBBRT CHAVKZ, 
J'rcmdent, Washington D.C. Chapter, Incorporated Mcj'ican American Qovem- 

nient Einpl(>>i('i's, Htcrlinii, Va. 
DEAR 5IR. CHAVEZ : A final review of the record on your third-party complaint 

of disiTimiuation ba.sed on national origin against the Department of the 
Interior has been completed. A copy of the decision is enclosed. Under the rules 
and regulations of the U.S. Civil Service Commission, you have the right tfl 
request a review of this decision by the U.S. Civil Service Commission, Wash- 
ington, D.C. 20415. not later than thirty (30) calendar days after receipt of this 
Ifctter. 

Sincerely yours, 
RoosRS C. B. MORTON. 
Secretary of the Interior. 

DECISION 

The Incorporated Mexican American Government Employees (IMAGE) third 
party complaint of di-scrimination based on national origin against the Depart- 
ment of the Interior. 

Unckgroiind 
On March 15, 1074, the Wa.shington, D.C. Chapter of IMAGE filed a third 

jiarty complaint of disciiniination against the Director of the Office for Equal 
Opportunity and the Director, Bureau of Outdoor Recreation. 

IMxVGE alleged tluit a pervasive pattern of di.'scrimination against Spanlsh- 
Snrnamed Anieri<ans exists in the Department of the Interior, especially in the 
•overall Departmental EEO Program and that of the Bureau of Outdoor Rec- 
reation with respect to recruitment, hiring, assignments, classification, career 
o<innseling, training, promotions, and implementation of the President's 1&- 
I'olnt I'rogram for Spanish-Surnanied Americans. 

A letter dated May 2. from the Under Secretary of the Interior, acknowledged 
receipt of the complaint and advised IMAGE that a file was being prepare*! 
•which would be responsive to the allegation.s. 

A team of three EEO investigators was assigned to examine the complaint 
jnnd develop an investigative report. In response to the reipiest made by IM.\GE. 
the investigative team incbnled a Spanish-Surnamed investigator. The team 
liegan its on-.site evaluation on May 113. 1074. 

Specific aVegnlions and findings of fact 
1. The IR-Point Program for Spanish-Surnamed Americans, established by 

President Xixon In 1070, has not lieen effectively imideniented in the Depart- 
ment of the Interior ns an integral part of the overall EEO Program. 

An examination of the records indicates that, shortly following the initiation of 
the 10-Point Program by the President in November 1070, the Department of 



.S8 

the Interior's OfBee for Kqnnl Opportunity put Into action pinna 1) to implement 
tlie 16-Point Program within the framework of the total EEO Program and 2) 
to orient and prepare management officials to fulfill their responsibilities In 
providing opportunities for the Spanish-Speaking. 

In keeping with U.S. Civil Service Commission instructions, the Department 
named a Sixteen-Point Program Coordinator. The individual designated Is the 
Assistant Director of Equal Emplo.vment Opportunity for the Department and 
reports directly to tlie Directors Office for Equal Opportunity. The organiai- 
tion of the Sixteen-Point Program as a part of the overall EEO program is in 
keeping with Civil Service Commission guidelines wliereby the Director of 
Equal Opportunity was held responsible for the entire EEO program, which 
Includes the Spanish-Speaking Program. 

In July 1971, the Office for Equal Opportunity hired a bilingual-bicultural 
person of Spanish origin at the GS-12 level to serve under the Assistant Dlrei'tur 
supervision as staff specialist for equal employment opportunity programs unique 
to the needs and concerns of the Spanish-Surnamed and American Indians. 
Approximately 75 percent of this Individual's time w-as devoted to the Sisteen- 
Point Program. He was promoted to GS-13 in September 1972 and then trans- 
ferred to another Federal agency September 28. 1973. Testimony indicates that 
active recruitment was underway to fill this vacancy with an Equal Opportunity 
Specialist with bilingual capability when tlie Department received CSC Chair- 
man Hampton's letter requesting the Department to apiwint a full-time Coor- 
dinator for the Spanish-Speaking Program. 

Last year the Civil Service Commission produced a Sixteen-Point Program 
Study and Status Report. On July 13, 1973, IMAGE published an evaluation of 
the report. Significantly, the Department of the Interior was referenced as one 
of the few departments or agencies that had put forth some effort. One quote 
from the report states. "The Department of the Interior alone conducted an in- 
depth analysis of their Spanish-Si)eaklng work force. Identified their problem 
areas and called these to the attention of their field staff." 

Another quote on the guidance provided for program Implementation stated. 
"The DeTwrtment of the Interior issued extensive guidance while the majority 
of agencies did not evaluate their Spanish-Surnamed employment situation and 
did not point out identified problems to their field offices." 

The report further states that: "With few exceptions agencies have not added 
Spanish-Surnamed staff meml)er8 to their headquarters civil rights and EEO 
offices. Although a number of agencies have appointed Spanish-Surnamed Sixteen- 
Point program coordinators, these have usually been placed In either personnel 
offices or at the special assistant level. Agencies adding Spanish-Surnamed staff 
members to their civil rights and EEO offices at the headquarters level have been 
AEC, DOT. VA, GSA. and Interior." 

la. A full-time 16-Point Program Coordinator has not been appointed. 
The record supports the allegation that the Department had not apixnntt^ a 

full-time Sixteen-Point Program Coordinator at the time the IMAGE com- 
plaint was Initiated. The record does Indicate that a full-time position of 
Spanish-Speaking Program Coordinator, GS-160-1.3/14 was established and the 
po.sition advertised through the merit promotion program on April 30, 1971. 
Mr. Jess Quintero. GS-lflO-12. Title A'l Compliance Officer, Offic-e for Eqnal 
Opportunity was selected and entered on duty Augtist .'5. 

lb. Please furnish name, n(m-mInorify or minority designation, sex. grade 
level, and number of liours .spent on 16-Point Program for FY '73 and '74 as per tlie 
following format: 
Name, non-mhwritp—minority iJc^iffvntion, xex, fimr 

This request for Information Is not clear as It does not indicate whether 
IMAGE wishes information concerning the Office for Equal Opportunity or the 
Department-wide program. Nonetheless, the Department is unable to conijily 
with the request for name and non-minority or minority designation. Chapter 
713 of the Federal Personnel Manual provides in the subchapter dealine with 
minority group statistics that: "Output from these files, always must be in the 
form of gross data only, without identification of any employee by name." 

There Is a Spanish-Speaking Program Coordinator at each bureau headquarters 
and at major installations In the field. All Coordinators, 41% of whom are Span- 
ish-Surnamed, serve on a part-time basis. Since the Spanish-Speaking Program 
is an integral part of the Department's total EEO program. It Is not possible to- 
determine the exact percentage of time spent in implementing it. During thi* 
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fiscal year, four Spanish-Speaking persons were selected for key bureau Equal 
Opportunity Specialist positions. 

Ic. No publicity has been given to the 16-Point Program and the 16-Point 
Program has not been effectively included in the Departmental EEO Program. 

The  record  indicates  tliat publicity  concerning  tlie  l(>-Point  Program  has 
been forthcoming from the Office for Kqital Opportunity since the inception of the 
ypaiMsh Si)eaking Program. 

On Februapj- 19, 1971, the Department held a conference of departmental of- 
ficials responsible for hiring and promoting to discuss employment of Spanish- 
Sximaraed Americans. This conference was a part of the Department's overall 
jjffirruative action plan and was convened in response to the President's 16-Point 
Program. The end product of the conference held February 19, 1971 in Denver, 
Colorado, was d('signe<l to he a commitment by each bureau for goals for hiring 
flnd promotion of Spauish-Surnamed Americans. (See pulilished conference re- 
port. i<age I'io of exliibits.) 

r»uring the latter part of September 1971, the Office for Equal Opportunity in 
cooperation wltli the Office of Personnel Management made follow-up visits to 
the bureau facilities in the Southwest to discuss bureau commitments made at 
the conference. 

The l>epartment of the Interior held a National EEO Conference in March 
1073 to assure that top management officials througlumt the Department are 
knowledgeable of new trends in EEO. The Civil Service Commission was invited 
to speak concerning the goals of the Spanish-Stwaking Program. In addition, 
there was a two-day work group devoted to the Sixteen-Point Program. As a 
tollow-up. the Department has sponsored two regional conferences—Novem- 
tier 14-15, 1973 at Atlanta, Georgia for managers serving in Interior installa- 
tions in the east and April 2-4, 1974 at Portland, Oregon for west coast managers. 

A mid-west conference is scheduled to be held in Denver, Colorado later in 
1974. The Spanish-Speaking Program is a major part of these conferences and 
Spanish-Speaking resources people are made available to discuss all aspects of 
this program. (The puiilished report of the national conference apiiears on jjage 
156 of exhibits.) 

The Department also has given program direction through use of written 
•correspondence. On April 13, 1973, the Director of Eiiual Opportunity sent a 
memorandum to heads of bureaus and offices which publicized tlie name of the 
Department Coordinator, described the function of bureau coordinators and rec- 
ommended CSC training for Spanish-Speaking Program Coordinators. The De- 
partmental Manual. 370 DM 713; the EEO Action Plan: Equal p]mployment Op- 
jKiitunity Memorandums: and, the EEO Newsletter all are used to give program 
direction. (Copies of all issuances are part of the exhibit.s. i 

The Department of tJie Interior has been represented at the 1974 annual con- 
ventions of three major Si)anisli-Suniamed National Organizatiims: IMAGE, 
3Iay 30. Las Vegas, Nevada ; League of United Latin American Citizens (LULAC) 
El Paso, Texas, June 26-30; and, American GI Forum. Los Angeles, California, 
July 17. The Assistant Director of Equal Employment Opportunity attended the 
IM.VGE Convention. 

The last several years the Department has rented exhibit space and coordi- 
nated bureau exhibits at the LT,'L.\C National Convention. (See exhibit, page 
11(41. Bureau represviitiilives hnvo be^-n available at the exhibit area to discuss 
the programs of Interior. Last year, Mr. Higinio Costales, Director. Spani.sh- 
Si)eaking Program, U.S. Civil Service (Commission requested that the Depart- 
ment representative appear as a panel member of a workshop for Sixteen-Point 
Program Coordinators. In his request. Mr. Costales .said, "His purpo.se on the 
panel will be to discuss the many affirmative activities your Department has 
undertaken to implement the Sixteen-Point Program." 

.\ special is.sue of the EEO New.sletter "Adelante" was publislied in June 1973 
featuring Interior Spanish-Surnamed employees in significant positions. (Exhibit 
pjig.' IGl.) The newsletter not oidy received regular distribution within tlie De- 
partment, but a copy was made available to each person attending the LUL.\C 
Convention. Also, the Department placed an employment advertisement in the 
1,1'I.AC Convention procram. (Exhibits, page 274.) 

The Department also iiarticipated in the American G.I. Forum Convention 
held at E! Paso, Texas on .\ugiist 1.V18, 1973. Again, exhibit space was rented 
4mrt bureaus jmrticipated actively in the convention. "Adelante" was made avail- 
able to all convention participants. 
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Perhaps the most signillcant outreach effort made to date Is the National Con- 
ference on Minority Participation in Earth Science an<l Mineral Engineering 
sponsored by the Department of the Interior and tlie Colorado School of Mines 
on June 7-9, 1972. The conference, with the ijarticlpation of numerous civic, 
community and professional orfjanizntions, Federal ajjencles, and major mining 
and oil companies was aimed at devising ways whereby young people In minority 
groups may become aware of career iiotentials and obtain the training neo<w- 
Kiiry to quality for positions in geology, geophysics, mineral engineering and 
related sciences. Spanish-Speaking individuals were actively involved in planning 
the conference and participating in it. P^fforts of the Department to increase- 
minority partifit'ati(m in earth science have been intensified since the confer- 
ence, and those efforts are beginning to show concrete results. 

The Secretary of the Interior's Committee on Minority Participation in the 
Earth Sciences and Mineral Engineering includes a Spnnish-Surnamed faculty 
meml>er, a Spanish-Surnamed University President, and a Spanish-Sumame<l 
official of a city government. 

In addition the Department placed a paid advertisement in the May lf»7.^ 
Issue of La Luz: First National Magazine Serving Sixteen Million Hispanos. 
(Exhibits, page 276) 

In .lanuary 197.S, the Spanish-Surnamed staff specialist in the Office for E<iual 
Opportunity siwnt two weeks in the State of Arizona. The purpose of this visit 
was to assist bureaus with field facilities in the area make the most of their 
commimity contact efforts. Minority group organizations, predominantly Span- 
l.sh-Speaking, schools, colleges and all other educational and social institutions 
were made aware of bureau mi.ssions and equal employment opiwrtunity pro- 
grams. This activity will continue now that the full-time Spanish-Speaking Co- 
ordinator position has been filled. 

The bureaus also have taken ivisitive action to assure that there is true equal 
employment opportxmity for all persons and that bureau progrrams are reaching 
the Spanish-Speaking population. Activities undertaken include use of the In- 
tergovernmental Personnel Act, cooperative education agreements, recruit- 
ment programs for the Spanish-Speaking, identitication of positions requiring 
a knowledge of Spanish, and Spanish-Speaking Coordinator training courses. 
(Exhibits, EEO Officer affidavits) 

lc(l) Please furnish copies of FY '73 and '74 .\fflrmative Action Plans (replete 
with goals and timetables) for the Department of Interior and for the Bureau 
of Oiitdoor Recreation with each item designed to implement the 16-Point Pro- 
gram marked in red. 

Copies of the EEO Plans apiwar in the exhibits (pages 57 through 61). Spe- 
cifier Items have not iH'en marke<l as the Spanish-Six>aking Program is covered 
by each action item of the entire plans. 

lc(2) Plea.se furnish copies of U.S. Civil Service Commission's evaluation and 
comments on FY '73 and '74 Affirmative Action Plan, esi)ecially those comnient-s 
dealing with the 16-Point Program. 

Copies of the CSC evaluations of FY '73 and '74 Plans appear in the exhibit 
(pages 49 through .'57). 

lc(3) Please furnish copies of all policy statements, as well as other state- 
ments of support, regarding the 16-Point Program which have been issued by t<>|» 
management officials at the Departmental and Bureau level for the past three 
(3) years. 

All issuances concerning the EKO Program Involve the Spanish-Speaking. 
Issuances and copies of corresi)ondence unique to tlie 16-Point Program ap|>ear 
In the exhibits (pages 62 through 126). 

lc(4) Plea.se furnish the names, minority, non-minority designation (in- 
cluding ethnic and racial group) grade and sex of all participants—to include 
all Bureau representatives—at the initial meeting for drafting Departmental 
Guidelines for FY '75 Affirmative Action Plan. Also, furnish a copy of .said 
guidelines with each item designed to implement the 16-Point Program marked 
In red. 

The majority of action items contained in the Department EEO Plan are of 
a long-term nature and as .such are continuing beyond a .single 12-month i)erlod. 
It was the concensus of bureau EEO officials that limited changes would 1H» 
made In the plan of action for fi.scal year 1975, jmrticularly since a new melbml 
of plan development had been implementeil with the plan for fiscal year 1974. 
Each bureau headquartered In Washington, D.C. was requeste<l to a.ssign tin 
EEO staff member to serve on a committee to update the plan for fiscal year 
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1975. The committee was composed of EEO Office Equal Opportiinity Specialists, 
Federal Women's Program Coordinators, and 16-Point Program Coordinators. 
The guidelines were then sent to the bureaus for review and comment. Com- 
ments were received from 10-Point Program Coordinators, and suggested changes^ 
were made in the plan. 

The EKO Plnn for Fiscal Year 1975 was approved by the Civil Service Commis- 
sion on June 2.j. A copy of the I'lan and the letter of approval appear in the ex- 
hibits (page 57a). 

Id. The IG-Point Program is not included in EEO or supervisory management 
training sponsored by the Department of Interior. 

Bureau supervisory management training does Include information concerning 
the 16-Point Program. This year, the training and EEO staffs at the Departmental 
level met to discuss the EEO portion of the Department Supervisory Training 
Program. As a result of the meeting, the program emphasis was changed to in- 
clude more speeiflcs about the Department's EEO Program and the specific 
responsibilities and requirements of the Spanish-Speaking Program. 

As indicated previously, the Spanish-Speaking Program has been a part of 
each of the three recent conference sponsored by tJie Department of the In- 
terior and will be included in the forthcoming conference planned to be held in 
Denver later this year. 

ld(l) Please furnish a list of courses, percent of time of course spent on 16- 
Point Program, number of iieople trained for FY '72, '73, and 1st YJ of FY "74— 
list separately for Departmental EEO Office and for Bureau of Outdoor Recrea- 
tion—as per the following format: 
Course, percent of time on 16-point program, number of people trained 

It is not possible to provide this information. Training Is decentralized in the 
Department; also, specific course titles are not part of our departmental person- 
nel data Hie which is designed to l)e responsive to the requirements of the Civil 
Service Commission Central Personnel Data BMle. 

le. Department of Interior EEO staffing does not reflect any concern for the 
1ft-Point Program. 

This matter has been considered previously in terms of staffing in the Federal 
program. Eleven percent of the staff of the other functions of the Office for Equal 
Opportunity is Spanish-Speaking. All are serving in professional Equal Opiwrtu- 
nity Specialist positions. 

le(l) On attached format, list EEO staff by organizational unit for Department 
of Interior nationwide by minority and majority designation, sex. grade, and as a 
footnote to the form, indicate dates of Implementation of the 16-Polnt Program. 

This information is not available. The Civil Service Commission does not re- 
quire this Information and records are not maintained regarding the more than 
1,000 employees engaged in the Department's EEO program nationwide. 

le(2) Please list training received by principal EEO officials during FY '72, 
and 1st Vj of FY '74 on 16-Polnt Program for Spanish-Surnametl Americans, 
especially Director of EEO and 16-Point Program Coordinators as per the fol- 
lowing format: 
Natne, title, date of course, length, name and source of course 

This information is not available. A survey could be made of the training re- 
ceive<l by tlie current staff but such a survey would not provide the data requested 
for fiscal years '72 and '7.'?. Training is on-going; the major thrust for EEO train- 
ing has been in EEO plan development, personnel management, and program 
evaluation. Available information concerning training of staff nieml)ers of the 
Division of Federal Equal Employment Opportunity, Office for Equal Opportu- 
nity is enclosed. (See page 278 of the exhibits) 

2. Lack of employment of Spanisb-Surnamed Americans in the Bureau of Out- 
door Recreation in Washington, D.C. and nationwide reflects a prima facie case 
of national origin discrimination. 

As of April 1, 15)74, the Bureau of Outdoor Recreation employed 467 permanent 
employees. Some LW are in Washington, D.C. with the remainder located in 
.wven regional offices. The San Francisco, Denver and Albuiiueniue offices have a 
total of 110 employees. Four of those permanent employees are of Simnish origin. 
One GS-3 was hired in December, one GS^ was hired in October, one OS-4 lie- 
gan work April 1. and another was promoted from GS-4 to GS-5 in August 1973, 
all in fl.scal year 1!>74. The Albuquerque office employed a Spanisb-Surnnmed ap- 
plicant for two mcmths as a summer aide and another Spanish-Surnamed appU- 
ca»t was employed on a one-month appointment In February. 
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The Bureau EEO Officer discussed career objectives with each of the permanent 
Spaiiish-Suniained Individuals while visiting the regions last December, hiach was 
encouraged to avail herself of training opportunities. One of the employees is 
currently taking a correspondence course on Effective Report Writing. During the 
conversations, the EEO Officer also probed to determine general morale and the 
employee's acceptance by the staff with positive results. Each was asked to en- 
courage her friends to apply for work with the Bureau. 

At the League of United Latin American Citizens Convention in Albuquerque a 
year ago, ten different Bureau employees alternated in manning the Department 
of the Interior booth at the convention for four days. Conferees expressed consid- 
erable interest. 

The Bureau has developed two tapes in Spanish which describe or emphasize 
some facet of outdoor recreation. These have been played on radio station KABQ 
and other stations in the Southwest. 

A letter dated May 21, 1973, from the Bureau Director accompanied instruc- 
tions for preparing a Bureau EEO Plan for FY 1974. Regional Offices in San Fran- 
cisco, Denver, and Albuquerque were instructed to appoint Sixteen-Point Program 
Coordinators. Such appointments were made liut opportunities for training liave 
not yet presented themselves. Strong emphasis is placed on this training wlien- 
ever suitable opi>ortnnltie« are availal)le. 

In summary, the statistics may not be a real indicator. The Bureau has taken 
several approaches to Inform the Spanish poi)ulation of opportunities in the 
recreation field and is ready to consider qualified applicants. There are limited 
oi)portunities in a bureau of this size. 

2a. On attached format list employment information by organizational unit 
for the Bureau of Outdoor Recreation and all locations under its jurisdiction as 
lier minority and majority designation, sex, and grade. 

See pages 262 through 209 of the exhibits. 
2I>. List recruiting efforts by the Bureau of Outdoor Recreation for Spanish- 

Surnamed Americans. In line with this, list all minority organizations and 
colleges and universities utilized in recruiting efforts, cooperative education 
efforts, etc. 

The Regional Office In San Francisco informs the Spanish-Surnamed Co- 
ordinator of Human Rights on all vacancies. They also contact EEO Officers of 
other agencies and the Federal Regional Council talent bank. Some referrals and 
hires have resulted. 

Bureau representatives made vi.sits in fiscal year 1974 to 13 colleges and univer- 
sities where there were significant numbers of Spanish-Speaking students. The 
colleges were: 

San .lose State College: Bi Anza College; Colorado University; Northern Colo- 
rado University; Texas Technical College; University of Texas; University of 
New Mexico; Hayward State College; Morritt College; Colorado State Uni- 
versity; Univer.slty of Denver; Texas A & M; and Oklahoma State. 

At the time of a recent professional vacancy in a regional office, announcements 
were sent to : New Mexico State University; University of California at Berkley ; 
College of Santa Fe; University of Texas; Universit.v of San Francisco. 

3. IMAGE requests employment information on the attached format for each 
bureau in the Department of the Interior and for the Office of the Secretary as 
minority and majority designation, sex, and grade. 

This information is enclosed, using the format designeil hy the Department for 
the collection of recurring minor census statistics. See pages 179 tlirough 259 of 
the exhibits. 
Summary: 

The findings of the investigation fail to support the allegation that a pervasive 
pattern of di.scrimination again.st Spanish-Surnamed Americans exists within 
the Department of the Interior. Ba.sed on Information contained in the report, 
certain weaknesses in the program will require the following corrective action 
be taken : 

The Division of Federal Employment must intensify Its program monitoring 
efforts to insure that Departmental program guidelines are being properly dis- 
seminated and im]>lemente<l at all levels within the Department. 

It is the decision of this Department that the allegation that a pervasive pattern 
of discrimination on the basis of National Origin exists within the Department 
of tlie Interior is not substantiated. Tlie complainants, Washington, D.C. Chapter 
of IMAGE, are advised that should tliey di.sagree with this decision, they may 
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witUiii 'M (lays of receipt of this decision, request a review by the Civil Service 
CuuiniiijsUin, Washington, D.C. 

Mr. EDWARDS. Did you hire Mr. Quuitero after tlie filing of the third 
party complaint ^ 

Mr. SiiKLTOx. We were in the process. "VVe had problems, one, in get- 
ting out the amiouncement. Once the announcement was received we 
liad to go through the selection process. The announcement had to be 
out rougldy 15 or 20 days. We were in the process of hiring. Well, at 
least the annomicement for the hiring of a Spanish-speaking coordi- 
nator was out at t!ie time the IMAGE complamt came to the ottice. 

Mr. EDWARDS. How many of the initiatives that you outlined in your 
excellent statement were initiated as a result of the complaint by 
IAL\.GE ? 

Mr. SuELTOx. None of them. These things were ongoing prior to the 
IMAGE complaint. 

Mr. EDWARDS. I just have one more question here for now. Earlier 
this year when IMAGE testified before tliis subcommittee, figures were 
presented regarding Spanish-speakijig employment within the De- 
partment. Now, you, in these exliibits that you have provided us today, 
ai-e providing us with all of the statistics regarding the number of 
Spanish-spejucing people that the Department of the Interior employs 
today'. 

Mr. ^iiiEi.rox. Yes, sir. 
Mr. EDWARDS. According to IMAGE, theie Avere 1,425 Spanish- 

speaking persons employed in Interior as of November 1973, or rough- 
ly 2.2 percent. Is that coirect? 

Mr. SiiELTOX. That is correct, sir. But, I would like to make a 
statement regarding that. You will have to remember that the De- 
partment of tiie Interior is rather unique in that when you look at 
our overall statistics we have roughly 24-percent minority, roughly 
16 percent of tliat percentage are Indians in the Bureau of Inaian 
Affairs. And with the preferential treatment arrangement I tliink 
that it is rather unfair to judge the Department of the Interior on 
its total employment Mhcn there are better tiian 10,000 Indians in- 
volved, and due to the preferential treatment no minority has any 
access to these positions, especially with the recent Supreme Court 
decision that talks in terms of Indian preference, not only in terms 
of initial employment, but for upgrading, and promotion, training, 
et cetera. So, I think a more realistic look at the Department of the 
Interior's Spanish-surnamcd employment should be based upon taking 
out of the Department's total employment those Indians in BIA. 
I am not talking about taking out the Indians in the other bureaus 
and offices, and then the figure would be more representative of what 
is truly available for minority employment. "Wlicn you look at it 
from that point of view, our employment of Spanish surnames would 
be 2.6 percent, sir. 

Mr. MCCLORY. Mr. Chairman, would the chairman yield for elab- 
oration or clarification of that ? 

Mr. EDWARDS. Yes. Sure. 
Mr. McCixjRY. With respect to tlie preferential ti-eatmcnt wliich is 

lequii-ed of Indian employees, what percentage of Indian blood is 
rccpiired for one to be classified as an Indian ? 

46-120—75 7 
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Mr. SiiELTOx. I understand it is one-quarter percent, sir. 
Mr. MCCLORY. One-fourth ? 
Mr. SnELTOx. One-fourth. 
Mr. MCCLORY. DO you liave any statistics that have lieen compiled 

with respect to tliose Indians who miglit Imve one-fourth or less than 
full Indian blood, and as to what percentage of those mifrht also have 
Spanish blood or have Spanish surnames in their families? 

Mr. SiiELTOx. I have no facts on tiiat, sir. 
Mr. MCCLORY. There are apparently a large i>ercentage of those 

folks in the Southwest, at least ? 
Mr. SirELTOx. I would think so. 
Mr. MCCLORY. Thank you. 
Mr. SnELTt>x. I think it is one of those things where the jjei-son him- 

self makes the decision that he wants to be so identified, and there are 
certain procedures through which he goes in the certification process. 
And I would think and suspect that if Spanish-surnamed people in the 
Southwestern part of the Ignited States wanted to be so identifietl. 
the process would be pretty simple. 

yir. MCCLORY. The only reason I asked the question is when you (:et 
down to the subject of percentages and the racial goals and so on, and 
you get into that kind of vague area of mixed. I suppose yon call it 
mixed blood between Indians and Spanish-surnamed, or Spanish an- 
cestry, it is impossible to compile any accurate statistics. 

Mr. SiiELTOx. That is correct, sir. 
Mr. EDWARDS. California has 15..54 percent people who are Spanish 

speaking, I believe. What percentage of the Interior Department's 
employees in California are Spanish speaking ? 

Mr. SiiELTOX. 2.8 percent, sir. 
IMr. EDWARDS.That is not \cry good, is it? 
Mr. SHELTOX. NO ; it is not. 
Mr. EDWARDS. Mr. Wiggins. 
Mr. WiGGixs. Do you try to achieve regional parity around the 

country ? 
Mr. SiiELTOx. Xo, sir, not regional parity, sir. Parity applies various 

connotations and represents quotas, and quotas are prohibited by the 
ciA-il service regulations. In fact, the Civil Service Commission from 
time to time has published bulletins that speak to this issue. 

Mr. WiGoixs. ^Vliat is it then that you are trying to achieve? 
Mr. SHELTOX. Actually I am trying to achieve a 12-percent minority 

percentage in the Department of the Interior by the end of fiscal year 
1977. That is when you take out the American Indian. According to 
our statistics right now, if you leave the Indians in, we have roughly 
6-percent minority, and if you take the Indians out that figure rises to 
about 9..5 percent. So, our goal for the Department of the Interior is 
12-percent minority input or minorities on board by fiscal 1977. 

Mr. WiGGixs. Ijooking at all minorities  
Mr. SHELTOX. I beg your pardon ? 
Mr. WiOGixs. Did you have something to add ? 
Mr. SHELTOX. I am advised that we have 24 percent minorities in the 

Department now. 
Mr. WiGoixs. That is what I understand. 
Mr. SHEI.TOX. Counting Indians. And when yoTi take out the Indians, 

our percentaere is 9.7. What I am trying to do is increase that percent- 
age of minorities to 12 percent by fiscal year 1977. 
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Mr. WIGGINS. HOW do you propose to do tliat ? 
Mr. SHELTON. Well, we have established goals on an annual basis or 

rather objectives on an annual basis. The goal is the long-run concept. 
Wc have, through our allinnative action program, asked the bureaus 
and the offices to identify occupational categories in which they have 
few or no minorities, and to see what can be done to bring minorities 
on boaid in these categories. We have talked in terms of utilizing mi- 
norities which would mean more in manageiial-type positions, and we 
have goals established for that. We have an objective on an annual 
basis. For example, we talk in terms of each bureau and office should 
on an annual basis include one of each of the minorities and two women 
into management-type positions, and if not into management-type 
positions in training positions leading toward management-type posi- 
tions, and management-type positions as defined by us are those jobs 
in which the manager is the supervisor of super\ isors. 

Mr. WIGGINS. I am going to make a statement and I would like you 
to criticize it if it is inaccurate factually and wrong conceptually. The 
Department of Interior employs approximately 24 percent minorities 
of all categories? 

Mr. SHELTON. That is correct, sir. 
Mr. WIGGINS. That exceeds the national average of minorities of all 

categories ? 
jMr. SHELTON. That is correct, sir. 
Mr. WIGGINS. Accordingly, the Anglos are in a deficit in the De])art- 

raent of the Interior. Xow, if the minorit}^ employment is to be in- 
creased in any single category, subcategory, you nuist draw away from 
your existing minority employment or deny employment opportunities 
to Anglos. They are already in a deficit posture. Is it your intention to 
ileny an equal emploj-ment opportunity to an Anglo in order to achieve 
your goal ? 

Mr. SHELTON. Sir, tmder the parity concept your statement would be 
true. But, under the equal employment opportunity program where 
managers are supposed to provide equal employment opportunity for 
all persons, irrespective of race, color, creed, sex or national origin, I 
would differ with that. It would seem to me that when you are looking 
for employees, you are looking for the best available, and all that the 
affirmative action plan requests is that when you are seeking employees 
for categories in which you have never had minorities or women, look 
a little harder for minorities. That is all I am saying. And I guess by 
what you are saying I would have to agree, that to the tune that you 
do this, you deny at least one position or two positions to white males 
who have always encumbered these jobs. 

Mr. WIGGINS. Are you aware of any overt discrimination being prac- 
ticed in your agency against any of the protected classes that you men- 
tioned ; namely, minorities ? 

Mr. SuELT<:)X. Xo; I am not personally aware. But I do believe that 
there are many people in the Department who feel that they have been 
discriminated against. I know that our complaint load is rising, so 
that is the only indication I have. 

Mr. WIGGINS. Well, you, of course, investigate these complaints? 
Mr. SHELTON. We investigate these complaints. But I am just saying 

in terms of how people feel. 
Mr. WIGGINS. And if you find that there is, you take corrective 

action ? 
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Mr. SiiKLTON. If we find that thevp arc disciiminatorj' actions taken, 
•we take corrective action. In fact, we have done some pretty stiff things 
in terms of resolving complaints of discrimination. 

Mr. WIGGINS. Overall, do you find that your agency is rampant 
with discrimination ? 

Mr. SiiKLTox. No, sir, I do not find that it is rampant with disci'imi- 
nation. I think the Department has made considerable progi-ess in 
terms of tlie utilization of minorities and females. I think the statistics 
show tliat there is a rise in the percent and number of minorities who 
are moving up through the pipeline and coming out of the other end 
at GS-i;Vs, U*s and 15"s. sir, 

Mr. "WKJGIXS. Overall, are you satisfied that your agency is doin^ 
its best to provide an equal employment opjwrtunity to racial 
minorities? 

Mr. SHELTOX. I am not satisfied. I think there are a lot of tilings that 
need to be done. But, we could do the job better, and as long as I am 
tiic director of tlie office I intend to do that. 

Mr. WiGGixs. Are you inhibited by any failure of legislation, or is 
there any legislation which is inappropriately on the books in accom- 
plishing those objectives? 

Mr. SiiF.LTox. I do not feel that way at all, sir. I think that we are 
inundated with paper, ail kinds of reports and that kind of thing that 
have to Ixv made to various and sundry other agencies. This is part of 
my prol)leni. I have five people in the office that administer the Fed- 
eral employment program, and because of tlie functions related to de- 
veloping guidelines, and developing programs, and developing all 
kinds of statistical reiwrts. we find little time to spend in tenns of the 
actions necessary to see that those guidelines that we are issuing and 
the programs that we are developing are actually carried out. 

Mr. WiGGixs. Well, on the surface that would appear to be an 
internal management problem, but what can Congra.ss do to help you 
acliievo the congressional policj* of an equal employment opportunity 
for racial minorities? 

Mr. SnKLTox\ I would tiiink that part of our problem is a resource 
one, manpower. It appears that there is a lot of legislation, lots of 
Executive orders that are forced upon departments and agencies to 
im])lement, but in many instances they have to take the resource, man- 
power resoinve necessaiT out of their present ceilings, and you are 
robbing Peter to pay Paul, so to speak. And I recognize that offices such 
as mine will never have all of the manpower resources that I think is 
necessary to carry out the job. But I think that I am going to have to 
take a good hard look at the total program and begin to identify or 
reassess maybe what our priorities are, and be in a position to tell 
anyone this is the total workload, this is the manpower resources that 
I have, and with the manpower resources allocated, this is all that I 
can do. 

Mr. WioGTXs. That is all I have, Mr. Chairman, 
Mr. EnwARas. Mr. Sarbanes. 
Mr. SARBAXES. Mr. Siielton, I was interested a little bit in the nature 

of the relationship with the bureaus and the field offices, ju.st how that 
•works. You sketched out your involvement within your o\\-n office, but, 
I wonder what the nature of that working relationship is, how direct 
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it is, what is actually going on out there. That, after all, is where most 
of the hiring in the aepartment takes place, is it not i 

Mr. SiiELTox. Ivct me say to start with that the Office for Equal 
Opportunity is a poli(;y office, and the bureaus and the offices are orga- 
nized each having its own equal employment opijortunity officer. We 
spell out in guidelines an affirmative action plan, what have you and 
what are the requirements in terms of manpower resources to get the 
jol) done as we think it ought to be done. As I said, each of our bureaus 
and offices has a headquarters e<[ual employment opportunity officer 
who reports directly to the bureau head. We have insisted that our 
major held facilities have equal employment opportunity officers also. 
I think there must be some 41 or 42 of these. 1 am advised that the 
figure is 77. 

The Office for Equal Opportunity exercises no dii"ect line control 
over the EEO officers in the field activity level, nor at the bureau level. 
But, we do try to give guidance and assi.«tance. And I know that 
Ms. Graham meets with the equal oppoitunity officers as a group at 
least once a month at which time tl»ey talk about problems and prog- 
ress, and those programs that need to be implemented as a result of 
some sort of action on the part of the Civil Sei'vice Commi-ssiou. Tliat 
office reviews and evaluates all of the reports that gives us some indi- 
cation about how well.the e<pial employment opportmiity programs is 
faring. That includes a quarterly report in terms of how well they are 
carrying out their afhrmative action, affirmative program plans that 
they themselves have developed. 

As a result of this review. Ms. Graham and I tlien meet with tlie 
ecjual employment oi>portunity ofKcer and the head of tlie bureau to 
discu.ss problems, progress, our assessment of what is taking place^ 
and try to jack theui u]) in teruis of any shortfall that they might 
have in terms of implementing their affirmative action plan. 

On top of that, the office i)articipates on an "as can" basis with the 
pei^onnel. the departmental personnel office in making some of the 
field evaluations, looking at what is taking place in the field activity 
level. They ha\e a part in developing the overall re[)oi't on the total 
j)eople's pi"ograin, with the representatives from our office looking at 
the e<|ual opportunity aspects as relates to this investigation. I do not 
know whether that answers your quest ion or not. 

Mr. SARHANES. Well, it ])artly answers it. Ijet me ask this (juestion, 
l)ecause I am looking at your statement at the top of page 4. I take it 
that in all of the Department of the Interior there is only one person, 
and that is the Spanish-speaking coordinator in your office, in the 
cential office, who has as his sole lesponsibility the implementation of 
tlie 10-i)oint program. Is that right ? 

Ml'. SiiELTOx. That is correct. 
Mr. SARBANES. In the entire Department? 
Mr. SiiKi.Tox. In the entire Department, that is absolutelv correct. 

But. there are a number of officei-s who have Spanish-speaking pro- 
grams resf)onsibilities as an adjunct to another pi'ogram. 

Mr. SARBAXES. XOW, these people that are in the field, I take it that 
you have no authority over them, you have only a counseling or guide 
control, is that correct ? 

Ml'. SiiELTox. That is correct, sir. 
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Mr. SARBAXES. NOW, fvuther following up on your statement, I 
take it that in some States the equal emplojnient i)rogram really in- 
volves essentially the Spanish speaking as far as the Department of 
the Interior is concerned i 

Mr. SHELTOX. That is correct. I would say that would be almost 
correct in the five Southwestern States. 

Mr. SARBANES. AV^ell, what kind of special programs does the De- 
partment have that differ in quality or kind with respect to Spanish- 
speaking employment in those States as compared or contrasted with 
the general policy pursued by the Department in this area ? 

Mr. SHELTON. Well, we contemplate that our Spanish-speaking 
program coordinator will develop a program that will put him in 
the field in those areas where the Department has large concen- 
trations of employees, and you have large numbers of Spanisli-sur- 
named people developing, and I intend that Mr. Quintero will begin, 
once he is acclimated in terms of the civil service requirements, began 
to move out into the field to take care of some of these problems. But, 
I think that we have on board in the various bureaus and offices equal 
employment opportunity people who are Spanish surnamed, and I 
am positive that all of these i)ersons have as part of their respcm- 
sibiiity the development of programs and activities that will get at 
the problems of employment for the Spanish surnamed. 

Mr. SARBANES. Well, let me illustrate perhaps what I am driving 
at. You make a point in the statement of the regional conferences 
that have been held by the Department, and the fact that an effort 
to do something about Spanish-speaking employment as a part of 
those regional conferences, but I guess I would be more encouraged 
if Aou were having either State conferences or regional conferences 
more narrowly defined to those areas where this is a pertinent con- 
sideration. 

In other words, j'ou could say to me. well, we have never had a re- 
gional conference in the Northeast, although we -want to have one, 
but we have had half a dozen in the Southwest in an effort to try to 
move on this situation. And that would seem to me to be a more di- 
rected approach to the problem than to have it just generally en- 
compasse(l within the Department's efforts. 

I guess I am really getting at the point of whether it just has been 
added on as another item that has to bo covered, or whether there is 
a focus that comes in with respect to where there is really an oj>i>oi-- 
tiuiity to do something about the situation, perhaps where the situa- 
tion is most pressing. 

Ml-. SiiELTOX. Well, we have had conferences in the Southeast 
that took care of the Northeast and the Northwest. I mean the North 
and the Southeast. The Denver conference will take care of the 
Soiitlnvest. This is the proposed conference. And we had a conference 
in Portland to take care of the Northwestern part of the ITnited 
States. Inherent in these conferences is how to do. 

For example, we are trying to get our managers to understand how 
an affirmative action plan that is result oriented has to be doAeloped. 
We are talking in terms of goals and timetables to be reached in a speci- 
fied period of time. For example, if in the development of an affirma- 
tive action plan it is assumed, and we try to assure the people develoj)- 
ing these plans that they understand fully what is involved, and now 
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there is no point in talking in teims of going to hire 15 or 20 Spanish 
surnamed people to become mining engineers if the area from which 
you are going to draw does not afford an opportunity for placing these 
people on board. That is just so much wasted time. 

What you liave to do is look at the kind of jobs that you are going to 
fill in a definite prescribed period of time, get some statistics aw)ut 
what the labor market affords in terms of people who can do the job 
and make some assessments in terms of how many of these people you 
are going to try to get on board. 

Now, when a person tells me that I am going to hire four mechanics 
to do a mechanical job, and I am satisfied that there are mechanics in 
the work force or the labor force that are available, when his first quar- 
terly report comes in I expect to see the first one on board. This is the 
kind of thing we are talking about in terms of specificity. 

ilr. S.VRBANES. "Well, do you have any reason to believe that the Span- 
ish-speaking population perceives the Department of the Interior as 
an agency in which there is real opportunity for them, particularly in 
those parts of the country in which there are significant numbers of 
Spanish speaking in the Nation's population? 

Mr. SHELTON. I es, sir. I think in my statement I indicated  
Mr. SARBANES. Your answer is yes. "What gives you a reason to think 

that? 
Mr. SHELTON. Let me answer your questions this way, sir. In my pre- 

pared statement I said that in the five Southwestern States, 74 percent 
of the total Department's employment was in the Bureau of Indian 
Affairs. I also indicated that because of the preferential treatment that 
the Indians have in their employment posture, it is almost impossible 
for any minority to seek employment opportunities in the Bureau of 
Indian Affairs. 

Now. let us face it. "We arc dealing with a couple of things here. "We 
are dealing with educational attainment. This is with all minorities, 
witli the exception of the Orientals. "We are dealing witli people who 
are in direct competition in the Southwest for 74 percent of the jobs 
that are in BIA, where there is little or no opportunity for them to get 
jobs. This is what we are talking alx)ut, because they are in direct com- 
jietition with Indians who have preferential treatment. 

Mr. SARBAXES. "Well then, I take it the answer to my question I asked 
is no witli respect to the perception of the Spanish-speaking people in 
the population concerning the Department of the Interior employment 
opportunities. 

Mr. SHELTOX. NO, I would not say that. I think that the big problem 
as it relates to minorities, insofar as the Department of the Interior is 
concerned, is one, a lack of training in tlie disciplines that are the bread 
and butter occupations of the Department. Number two is lack of mo- 
bility. 

For example, sir, I can cite instances where relatively high-level 
jobs were offered to minority group people, and because the job was 
not located in the geographic locale in which they were located, they 
refused to take the job. They were not interested. 

"We have had high level equal employment opportunity jobs right 
here in "\Yashington where the top candidate was a person of Spanish 
surname descent, and because the job was not located in the south- 
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western part of the T'liited States, that person refused to take the job. 
That is what I am trvinj!^ to say. 

Then there is another problem that relates to this thinjj:. and that has 
to do with tlie civil service certification. In many instances we play 
heck trying: to get some of onr people certified to ns. Mr. Quintero 
down the table here, it took us 8 months to pet him certified throii<rh the 
auspices of the Civil Service Commission. "We though that Mr. Quin- 
tero was qualified for the job, he had the bilingual al)ility that we 
thought was necessary for the position he was going to encumber, he 
had a good experience in terms of relating to the public, liad all of the 
attributes that would have made a good title VT compliance officer, and 
yet it took us R months to get the man certified through the civil serv- 
ice channels. So, certification is a big problem when wo start dealing 
with how you arc going to add to j-our numbers insofar as minorities 
are concerned. 

Mr. SARBANF.8. Well, I do not leally want to pursue this any 
further. I guess the point T am really trying to make is it seems to mo 
you can have quite a good policy developed in the central office. an<l 
one that even forms all of tlie applicable olijectivcs. and i-eally quite a 
good set of guidelines that are distributed out to the field, but you have 
no direct control over those peoi^le. and too. T am a little concerned 
about any sort of sj^ecifically directed elTorts m the area perhaps of the 
greatest relevancy that comes in with any real bite at that level. 

And I was really. I guess, trying to find out whether there were such 
policies more singly directed, and I gather really only you have the 
general departmental policy, but does it not focus or zero in on the 
way that I was asking about ? 

Mr. SHFXTOV. Maybe not. sir. 
Mr. SARB.VXF.S. Thank you, Mr. Chairman. 
Mr. EDWARDS. Mr. McClory. 
^fr. MCCLORY. Thank you. Mr. Chairmnn. T Jiotice that in Illinois 

you have 179 employees and we have .1.27 percent of Spanish-sur- 
named people in Illinois and no Spanish-surnnmed employees. I think 
I understand that, and see if I am not correct. Most of the Department 
of Interior facilities, and I believe we have no national park in Illinois, 
are national monuments such as the Lincoln Home. I suppose there 
might be some things out on the Mississippi River that the Department 
of the Interior might be interested in. Most of our Spani.sh-speaking 
popxdation is in my congressional district, in Waukegan, 111., as well 
as the general area of Chicago, and northeast Illinois. I do not think 
the Department of the Interior has much to offer in that general 
area. Is that true ? 

Mr. SHELTON. That is true. 
Mr. MCCLORT. It is difficult to take a State as a whole. 
Mr. SHEI.TON. That is true. 
Mr. MCCLORY. I suppose this is especially true wlien you have a 

State that is equivalent to, or, much larger than most nations of the 
Avorld. Do you have any complaints from Illinois, from any of my 
Spanish-speaking or Spanish-surnamed friends? 

Mr. SHELTOX. NO, we have not had any complaints from Illinois. 
Mr. MCCLORY. AVe also have the GI forum State convention in my 

district, and I am usually there to 'isit and discu.ss problems. But, 
we have not had any problems with the Department of the Interior 
that I have heard of. 
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You mentioned tlmt there must be evidence of discrimination be- 
yond this business of the statistics, which docs not im])ress me too 
nnich. I am nmch more interested in people actually Ixung discrim- 
inated against, not. the iierceiitage of people that happen to have jobs 
in different areas. Tell me about this increased number of complaints. 
How many complaints do we have pending now ? 

Mr. SHBa^TON. We have a load of approximately 70 complaints and 
most of them are complaints coming f ix>m women. 

Mr. MCCLORY. Well, how many complaints coming from Spanish 
surnamed that arc denied jobs or denied advancement? 

Mr. SuELTON. We ha\e received our first one from IMAGE and I 
understand that we received one complaint this week from a Spanish 
surname. 

Mr. MCCLORY. Ai-e people afraid to file complaints? Are you indiv- 
uall}- aware of any discrimination that is being practiced by individu- 
als or by Department policy, or in any other way that is not being 
rectified? 

Mr. SiiELTON. Sir, I am the equal employment opportunity for the 
Department. 

Mr. McCtoRY. Yes, I know. 
Mr. SiiELTON. And I have the delegate authority of the S>ecretary to 

act in this area. If I knew of any discrimination, corrective action 
would Ixx taken forthwith. 

Mr. MCCLORV. So that the real problem here i-esults from these, quite 
bluntly, from the statistical information that is before us with respect 
to the racial employment as compared to the racial population in a 
particular area overall in the Nation? 

Mr. SiiELTOx. You are absolutely correct. But, let me say this for 
the record, that statistics alone should not be the only ci'iteria upon 
whicli progress is measured. IJather one should take a careful look at 
the progiam content and good faith efforts shown. And as far as we 
ai-e concerne<l, the most meaningful statistics to indicate discrimina- 
tion would be the number of qualified applicants for employment that 
the Department has had and the number of those applicants that were 
hired or not hired on a racial basis. Unfortunate!}-, we do not keep 
those kinds of statistics, and candidates for employment with Interior 
and all other Federal dei)artments and agencies must be certified by the 
Civil Service Commission, following the establishment of their eligi- 
bility under appropriate examinations. And that is about the size of it. 

Mr. MCCLORY. Well, I have looked at this answer that you have filed 
or that was filed by the Department of the Interior in" the IMAGE 
complaint and then, of course, I have listened to your testimony. Do 
you have any other, and this relates to efforts that are made through 
the universities, thi'ough scholarships, through the outreach program, 
as you call it, and in various demonstrative ways, do you have any 
other suggestions as to how the Department of the Interior or you, 
or the Congress, or the Executive can contribute further to, shall I 
say upgrading the status of Spanish surname<l or improving their job 
opportunities in the Department of the Interior or elsewhere ? 

Mr. SHELTOX. We are trying to do this thi-ough the cooperative ed- 
ucation program where we are trying to identify minority and women 
individuals in the academic setting, giving them an opportunity to 
come on board and work, and tiien go back to the school situation. We 
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have done this in terms of refuge management, creating lish and wild- 
life biologists, that kind of thing. 

The other thing is we have had an intensive program on for the last 
2 years trj'ing to encom'age minorities and women to more actively 
participate and get educated in the various sciences. And I know as a 
foUowup to that I come up with two pages of persons identified who 
are either in the baccalaureate program or in the advance degree pro- 
gram who have been contacted by membei-s of the Department and 
identified in terms of whetlier or not they were interested in serving 
internshii^s with the Department. And in some instances the Depart- 
ment has, through piograuunatic activities, helped in their getting ad- 
vanced degrees, and in many instances given temporary employment. 
And I looked at that roster just last night and I identified. I think 
it was 18 of those pei-sons who were Spanish surnametl. And, intei-est- 
ingly enough, of the 181 think all of them were contacted prior to this 
August, and there was no response from 7, but there were others who 
indicatt'd they would be interested in participating with the Depart- 
ment either as interns on a temporary assignment, or in terms of help 
to get their masters and Ph. D.'s. So, I think that it is in this way that 
we will begin to get minority group youngsters interested in what I 
would like to say are the natural resource areas, because up to this 
point we have had very few. 

For example, I think that a study was made some time ago in which 
they were trying to find out how many mining engineers there were 
in the counti-y who were minority; and I think that they identified 
four blacks and something like six Spanish surnamed. And here we 
are in an area where energy is one of tlio l)ig tilings to l)e dealt with, 
and here is a category where I think minorities could really establish 
some beacheads in terms of being in on the beginning of something 
for the fii-st time. And we find a dearth of pei'sons trained to take 
advantage of it. 

Mr. McCi/)nY. Xow, the statistics do show that there is a pereejitage 
improvement, and a substantial numerical improvement as far as 
Spanish-speaking job opportunities and new jobs are concerned in 
the Departnient of the Interior. And I take it that there is progress 
l)eing made, and I think wo should lecognizt* that. And I think we 
should point to that to encourage the Spanish speaking that there are 
opportunities for them. I think if we point to aspe^'ts of success, in- 
stances of success, I think that in itself is an inspiration for furtlier 
success. 

I would say also that both you and we—and I am sure the membei-s 
of the committee agree that we are hopeful—will use our l)est efforts 
to sec that fuither and accelerated progress is made. Does that sound 
like a good statement ? 

Mr. SHELTOX. That is a good statement, sir, and one that I whole- 
heartedly subscribe to. 

Mr. McCr,onY. Thank you very much. Thank you, Mr. Chairman. 
Mr. EDWARDS. MI-. Waldie. 
^[r. WALDIK. I apologize for being late, Mr. Chairman. 
So that I TUiderstand the basis from which we began this, is it 

agreed that there was discrimination in employment practices in the 
Department of the Interior? 

Mr. SiiEi.Tox. Xo. sir. 
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Mr. WALDIE. At any time ? 
Mr. SHELTON. Not to my knowledge, sir. 
Mr. WALDIE. Well, if we cannot concede that, then the creation 

of your office really did not make such sense, did it if 
Mr. SnELTox. Well let me put it this way  
Mr. WALDIK. If 30U do not believe any discrimination, ever 

occurred  
Mr. SiiEi.TON. You are talking about ever occurring? Yes; I know 

tliere was discii mi nation in the Department of the Interior. 
Mr. WALDIE. Well, would you describe to me the nature of that 

di.scrimination? 
ilr. SiiKLTOv. Well, there was a time when minorities could be 

nothing but messengers in the Department of the Interior, irres{H'ctive 
of educational attainment level. That is true. I think that when we 
look at the thing over the long haul, we liave come a long way, and 
vet we have got a long way to go. I still am not satisfied with some of 
tlio patterns that I see, and we are doing everything in our power to 
seo that changes come about. I indicated in my testimony that I am 
certainly not satisfied with the utilization of minorities in the Depart- 
ment, and we are going to do something to increase the utilization 
to the best of our ability. 

Mr. WAIJJIE. I do not want to be critical of you because I do diiect 
tliese remarks to all agencies and departments. I have sat on this 
committee with Edwards for a few veal's now. aiul on tliis problem 
particularly—employment problems of the Spanish speaking—I have 
always heard that response made to all criticism, that we recognize 
the problem, and we are really going to do something about it. But, 
I have not seen any change in the statistics in all of this time. I 
honestly have not. I have seen a few work up to the top, and they are 
always pointed to with pride as an example of how open the system 
is now. And your statement does that. 

I think probably all that does—tlicre are so few—is show that the 
pattern of discrimination really does exist, and that you have to point 
with pride when one makes it anywhere near a top level. I would rather 
you point with pride at the numbers at the bottom to begin with who 
enter the system. I do not see much change there, and I see hardly 
any change in the middle of the system. I see that symbol occasionally 
rise to a high position, and I see every administrator boast of that 
symbol. lint that does not realh- address the problem. 

And I think the statistics on the States that you quoted are really 
quite meaningful to show how little we move, and I do not blame you 
because I think it is a pervasive thing through the Federal Govern- 
ment. I think we spend a lot of time going to conferences, and going 
to conventions, and putting out literature booths, and then they are- 
cited as how strong we are working toward it, and I suppose all of 
those things have to be done. IJut, it is the statistics that you cite 
in the last document in this material that we have that are most inter- 
esting to me. 

I do not understaiul California with a total employment of 4,833 
and only 124 Spanish surnamed. Now, that is not Iwcause of the com- 
petition in the preferential requirements of Iiulians in California for 
employment? Am I reading that correctly ? 

Mr. SHELTON. Yes, you are reading it correctly. 
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Mr. WAIJ>IE. "Well, how does that come about, 4,833 in California 
employed bj' the Department and 124 of them Spanish surnamed, 
with a massive percentage, 15.5 percent of a 22 million population 
Spanish surnamed, and only 124 of them employed by the Department 
of the Interior, 2.6 percent ? 

Now. maybe I could understand better this whole problem if you 
could just identify California for me. 

Mr. SiiELTON. I think it is the nature of the Departments operation 
there. For example, we have the Geological Survey, which is topheavj- 
witii professionals. 

Mr. SiiELTOx. The Geological Survey employs 1,243 peoole in that 
area. 

MI. WALDIE. In California? 
Mr. SiiEi.Tox. In California, at Menlo Park. 
Mr. WALDIE. HOW many of them are Spanish surnamed! 
Mr. SiiEL-rox. 34.2.7 percent. 
Mr. WALDIE. Well, that is not high. 
Mr. SnELTON. I have been to Menlo Park, sir, and I have rai.sed 

the que.stion you are raising with me right now, and I was told that 
the Spanisli-siirnauied conununitv lived in an area that was south of, 
far removed from the Geological Survey. 

Mr. WALDIE. That is absolute nonsense. That is Mr. P^dward's com- 
munity, and it is within a block. 

Mr. SnELTox. AVell. I was thei-e. Let me say this, I do know the 
most of tbe minorities who are at Menlo Park are black, and tbat was 
simply Iwcause the black population was in close pi-oxiniity to ^Icnlo 
Park. If you know the area, sir, it is one of those ai-eas wliere the blacks 
have chahgt'd the name to an African name. 

Mr. AVALDIE. What is tlie percentage of the black minonty? 
Mr. SiiELTOx. I do not know tlie percentage of blacks in (/alifornia, 

but I do know that insofar as the Geological Survey is conceniecl, their 
percent of employment is 11 percent. 

Mr. AVALDIE. Is there an Equal Opportunity officer at Menlo Park? 
Mr. SHELTON. Yes, sir. there is. 
Mr. AA'ALDIE. IS that officer black ? 
Mr. SiiELTox. No, he is not. He is white. 
Mr. AA^MDiE. Is the primary meml>ei-sliip of those that make the 

detennination for minority employment black in ^lenlo Park '. 
Mr. SHEI.TOX. NO. I doul)t seriouslv if there is a black in Menlo Park 

that is above (TS-7. 
Mr.AA^ALDiE.AAniyisthat? 
Mr. SHELTON. Fii-st of all, it is the nature of the work. I am saying 

now we ai-e talking in terms of geologists, geophysists. and that kind 
of thing, and the Geological Survey certainly has a i)enchant for hir- 
ing mostly Ph. D's, and as a result you find very few minorities who 
have matriculated in this discipline to the point whei-e they are coming 
througli in terms of any numljei's. 

And I would assui-e you, sir, that if they wei-e, if they were coming 
through, the Federal (government would have a hard time trying to 
hire them, simply because of the private industry. 

Mr. AA'^Ai.DiE. I^et me get away from the I'h. I)"s. I^et me get Ixick to 
the Menlo Paik pi-oblem. 

I5cing clost>r to Menlo Park, there ai-e more blacks than there are 
Chicanos, and that was the excuse, was it ? 
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Mr. WAiDiK. And did you accept that ? 
Mr. SiiELTOx. Not on face, no. But when tliey began to tell uie wliat 

they had done, and tlie offere tliiit had been made, and the turndowns 
that they recei\ed, you have got to believe that they made a good 
faitli effort. 

ilr. WALDIK. YOU concluded that their effort to employ Mexican 
Americans or Spnnish-surnamed Americans was a Siitisfuctory effort ? 

Mr. SnELTON. I thouglit that there were other things they nee4e<l to 
do. I think tliat there are ways you talk to peoi)lt', to get tliem con- 
verted, or convinced that you are gi\'ing them a viable employment oi>- 
IM)rttinity, one that would sei-ve meir ego need. 

I do not think any place in Government we are doing that kind of 
a job to assure that those pei-sons who turn us down on the basis of a 
thorough knowledge of what is to come. 

Mr. WALDIK. Just one final area. When did discrimination, over- 
ihscrimination, against the Spanish surnamed cease in the Department, 
of the Interior i 

Mr. SHKLTON. I camiot answer your question, sir. 
Mr. WALDIK. Well, a rougli guess. 
Mr. SiiELTON. I could not even guess. 
ilr. WALDIE. When was your office created ? 
Mr. SHELTOX. 1965, sir. 
Mr. WALDIK. That is the affinnati\ e action, I guess. 
Mr. SHEI-TON. XO, affirmative action in-liouse, I guess, came about 

about 19f>8 or 15)6f). 
Mr. W.vLDiK. (^an you give me any estimate. These stntistics arc 1973, 

I gatJier, are they not, the 2.(5 out of l.'j.o Spanisli surnamed in 
(.'alifornia^ 

I do not fully nndei-stand tliat. It seems to me that it is November 
of 1973, is that i-igiit ? 

Mr. SHELTON. I liave December 1973, figures hero. 
Mr. WALDIE. Wait a minute. I have November 1972. All riglit, wliat 

is December 1973, for California? What is tlie percentage? 
Mr. SHELTON. 2.8 for Spanish surnames. 
Mr. WALDIE. And can you relate that to 1970 ? That would be my last 

question, what was the similar percentage in 1970 ? 
Mr. SiiELTON. Wc do not ha^c that wit h us, sir. 
Mr. WALDIE. Would you provide tliat to tlie committee? 
Jlr. SUELTOX. We will pi-ovidc that for tlie record. 
[The information referred to follows:] 

Department of the Interior, Minority Statistics—California, Hovetnher 1970 

Total all Miployees  5, 212 
Kesro (2.5 ijercent)  128 
Srrdnlsh-snmamed (2.4 pecent)  124 
Ameriran Indian (4.4 ix>rcent)  229 
Oriental (2.2 percent)  114 

Mr. WALDIE. SO, your total of Spanish suniamed now, a year later, 
was from 2.6 to 2.8, and that made it from 124 Spanish suniamed to 
what? 

}>U: SiiKLTOX. To 129. 
Mr. WAIJ)IE. AJl right. Thank you, Mr. Chairman. No further 

questions. 
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Mr. EDWARDS. Mr. Drinan. 
Mr. DRINAX. Thank you, Mr. Cliaii-man. 
Mr. Shelton, as T read these statistics, over the S Aears fi-om Novem- 

ber 1970 to November 1973, you hired 162 Spanisli surnamed peojde 
out of 2,253 employed, and that is a slight increase from 2 percent to 
2.2 [)ei'cent. 

Now, you give this projected increiise so that come Jimo 30,1978. you 
will have 12 percent of minorities. Now, I wonder if you could tell us 
that if you come here on September 17, 1975, a year from today, how 
many more do you pi-oject of Spanish surnamed people you will hire 
accoixling to your scenario? 

Mr. SiiEL'roN. I would have to guess. 
Mr. DRINAN. What's that, sir < 
Mr. S HELTON". I would have to guess, si r. 
Mr. DRINAN. I do not want you to gucHs. If you have a 4-year plan, 

if you say on June 30. 1978, we hope and project we are going to hare 
12 percent minorities, then you have to have a yearly plan. 

Air. SHELTON. My plan is not broken out into terms of blacks, Span- 
ish surnamed, or any of that kind of thing. I am talking in terms of 
mi?iorities in general. 

Mr. DRINAN. Therefore, you have no indication of what you want 
by way of progress a calendar year from now ? You have no goal ? 

"Mr."SHELTON. I have a goal of 12 percent by fiscal 1977. Now, it 
would seem to me that if we were to carry out the program the way it 
has been carried out now on the regional basis, that in the five South- 
western States, and in those States where you liave a high percentage, 
of Spanish-surnamed people, part of the input, as it relates to man- 
power, in the region of this 12 percent objective, sir, I would assume 
that in those five Southwestern States and those places Avhere the 
Spanish-speaking population is a goodly portion. 

Mr. DIUNAN. Except you have nothing to demonstrate that? 
Mr. .'^HELTON. I iiave nothing to demonstrate that. 
^Ir. DRINAN. "Why, therefore, do you say on page 10 of your state- 

ment that Spanish-speaking employment has had a gradual but steady 
increase? 

Mr. SiiELTON. That is demonstrated from the graphs. 
Mr. DRIXAN. All right, now. In the next sentence you say that the 

progress can be demonstrated not only in terms of gross statistics, but 
l)y otlier things, and you mentioned the gradual upward trend, and 
on the next page you mention exhibit 9, and I am not certain we have 
exhibit 9.1 do not anyway. 

We have exhibit 9 here. But, translate your overall objective of in- 
creasing to 12 percent minorities 3 or 4 ycare from now, and what sort 
of progress in that manpower grouping would be required within a 
year or 2 years, and is there any indication that the 12 percent is 
realistic? 

Mr. SHELTON. Sir, to reach our objective, the Department would 
have to take in, on an annual basis, and this is predicated on a stable 
full-time employment picture. T would say roughly 626 minorities a 
year to reach the objective of 12 percent by fiscal 1977. And, we are 
looking at our affirmative action plans in terms of those action items 
that can be quantitated, to see whether or not the inputs are going to 
be 626. 
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Now, I cannot tell you in any precise terms what percentage of these 
would be Spanish surnamed. You see, in the Equal Opportunity pro- 
gram, it is one where you are talking about equal employment opportu- 
nity for all people. This is juandated by regulation, with special 
emphasis, and this constitutos one of the special emphasis kinds of 
drives. 

I am talking in terms of identification of occupational areas in which 
you have fewer known minorities and women, and identifymg those 
on a quantitative basis. 

Air. DRINAN. If you cannot promise us anything about next year or 
even over the 4 yeare, with regard to oiu- problem here of the Spanish 
surnamed, then what do you need in order to give us some assurance 
that next year, and the ^ear after, you will, in fact, be on target with 
your overall goal^ 

We are here to help jou. What do you need? You indicated to Mr. 
Wiggins, I think, that you need more pei-sonnel. Well, how many more 
pei-sonncl ? 

Mr. SiiELTOX. We would need at least live people in the in-house 
program. 

Mr. DRINAN. Have JOU made any requests for five people? 
Mr. SHELTOX. I cei-taiidy have, and it was turned down. 
Mr. DRIXAX. Let us find out why you were turned down. 
iS'ow, that is the essence of the problem, and you did not even men- 

tion that. If tliat is the essence of wliat you are tellmg us, why do you 
not tell us who turned you down, and for what reasons? Why did you 
not ask this subcommittee to protest when you were turned down and 
by whom? 

I would ask that every decision, Mr. Chairman, related to the turn- 
down of five additional personnel be incorporated in this record, I 
would like to know how and who did it. 0MB { 

Mr. SHELTOX. I do not know exactly. All I laiow that it was turned 
down. 

Mr. DRIXAX. It is your obligation to know, sir. 
^[r. SijEi.Tox. I was advised by the Assistant Secretary for Man- 

agement that we were not getting any positions. 
Mr. DKIXAX-. Mayl)c we ought to have Jiim here instead of you. AVe 

do not mean to he unfair to you, if he is the one tliat has impeded the 
program, and we ought to have liini here, and we do not even have 
Ills name, and we do not have the information that you submitted to 
liim, justifying the five positions that you requested. 

And we have nothing from him as to why he did not give you these 
five positions. Have you protested that? Have you appealed those 
positions? 

Afr. SHELTOX. I certainly have. 
Mr. DRIXAX. Why do we not get the documents as to why you want 

these five positions and your justification in your appeal. AAliy did you 
not mention that in your answer to IMAGE ? 

It seems to me that is the most important thing that you have said 
this morning, that you appealed for five additional pe'ople to carry 
out this program and it was denied to j'ou by some faceless bureaucrat, 
and that you now appealed and you are not giving us the essential 
information. 

I am sorry that IMAGE is not here to justify their position, and I 
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would like to know what your response woulil be to their nvu-tion 
yesterday. 

Mr. SHKLTON-. Their reaction yesterday ? 
Mr. DRINAX. I have it right here. They Avrote back. I assume that 

you wrote the answer and they, as you know, they filed this complaint 
on March 15. And on September 3, Interior get around to answerin<r 
them. 

Then yesterday, September 16, IMAGE answered and said the 
investigative file'is incomplete, and they pointed out that it was not 
responsive, and they said that unless they have an immediate resiK)nse, 
they have no recoui'se except to go to the U.S. Civil Service 
Commission. 

What will you respond to Mr. Gilbert Chavez, of IMAGE? 
Mr. SHELTON. I assume that that letter was addressed to the Secre- 

taty, and I have not seen it. 
Mr. DRINAN. I am sorry. We have it here. I am sorry, it is to the 

Secretary. 
Mr. SHELTON. I have not seen it. 
Mr. DRINAX. Well, going back to the complaint of IMAGE, here 3'on 

have a Spanish-speaking organization concerned with Govenunent 
employees, and they are totally opposed, and thev are not getting what 
they consider to be a responsive answer from Interior. 

How are you going to deal with them? Obviously, Interior has 
alienated them now. This is a very strong reply, saying that we have 
been bi-ushed off, we have waited for this reply, and the infonnation 
we have requested is not foilhcoming. 

Mr. SiiELTox. Well, wo cannot answer that mitil such time as wc 
examine the letter and see what it is they are saying. 

Mr. DRIXAX. May I ask, are you negotiating witli IMAGE? Do you 
keep the channels open, so that they will undei-stand what yon are 
trj'ing to do? Have you ever communicate<l witli them, for example, 
on your request for five additional persoimel being denied? 

Mr. SiiELTOX. Ms. Graham hiis certainly sought an audience Mith 
Mr. Chavez, and he has turned it down. 

Mr. DRINAX. He turned it down ? 
Mr. SiiELTOx. That is correct. 
Mr. DRIXAX. On anotlicr point, you say there is lack of mobility 

among Spanish-surnamed people. Do you liave any evidence, that that 
lack of mobility is any greater than among any other Americans? 

Mr. SHELTON. I did not say that. Yes, I said a lack of mol)ility is 
part of the problem. 

Mr. DRIXAX. Rut, you use that as a reason to justifv your failure 
to make progi-ess. And imless you can show that tliey have a greater 
lack of mobility than people of Italian ancestrj', or other groups, do 
you have any evidence. 

Mr. SiiELTOx. When I said that about people. I w!is not talking about 
the Spanish surnamed, I was talking about minorities in geneiiil. 

Mr. DRIXAX. DO you have any evidence of that ? 
Mr. SHELTOX. Certainly, all I have is the experience I have in terms 

of offering positions and being turned down. 
Mr. DRINAX. Well, sir, it i-eally does not add up unless you can say 

that minorities have a greater lack of mobilitj' than white people, and 
I do not think there is anv evidence of that. 
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On another point, with i^egard to the statistics about Texas, do you 
have any explanation as to why. in Texas, you aif doinfr apparently 
quite well, in that in Texas you have 13.4 i)eivent Spanish sunianied, 
"which is quite commendable, and it is almost up to the repi^escntation 
in the total community. 

Would you have any explanation why tliat is so impressive, whereas 
in New York, with 1.8 percent, and California with 2.6 percent Ijeing 
so imrepresentative ? 

Mr. SHELTON. Not. imless it is the nature of the bureau's work. 
Mr. DMNAN. Excuse me? 
Mr. SHEIVTON^ Not imless it is the nature of the bureau's work. For 

example, in that area you have Reclamation, which is construction, 
and you have National Park Service and you have the Bureau of Mines, 
and here again j'ou also have the Greological S\irvey. 

I think that in terms of the National Park Service, they have a 
history of hirin^j of persons for park woi-k of that kind, and the Bu- 
reau of K«clamation hires a lot of people in terms of ditch riders, and 
that kind of thinjr. And j'ou have the Bureau of Alines. 

M r. DRIKAX. Well, you are saying, in other words, that Texas has 
not been characterized by any aflirmative program by which they .seek 
out Spanish sumamod? 

Mr. SHELTON. The same kind of a program that is supposed to take 
place in Texas takes place all over the Ignited States. The person re- 
sponsible for the progi"am is one and the same pei-son, to tell you the 
truth. 

Mr. DRTNAX. Well, that does not quite explain the disparity to me. 
In any event, would AOU tell me, sir, the name of the individual who 
tuniecl down the i-equest for the five additional [leople, his name and 
title, because I am going to call him up this afternoon. I am just tired 
of being pushed arovmd by people who do not tell us the facts. 

Mr. SHELTOX. Assistant Secretary James Clark. 
Mr. DRINAX. James Clark. And t would echo what Mr. Waldie said. 

I have been on this committee a lesser period of time than he, but we 
are just trj'ing to help you, sir, and help the pi-ogram. and I am afraid 
that we are not as effective as we want to be. and we just want to be 
effective, and all I say is that Mr. Clark should be here instea<l of you. 

Thank you veiT much. 
Mr. EDWARDS. Air. Rangel. 
Mr. RANOEL. Thank you, Mr. Chairman. 
Mr. Shelton, has it been your experience that there is a pen-asive 

pattern of discrimination against Spanish-speaking peo[)le in this 
country- ? 

Mr. SHEI^TOX. Yes, there has been a per\-asive pattern of discrimina- 
tion against Si>anish-spealdng {jersons in the Ignited States. 

Mr. RAXGJX. You do not Iwlieve that your Department is guilty of 
the same thing? 

Mr. SiiEivrox. Yes, I do. 
Mr. RAXOFX. Then the same concepts that flow through the United 

States as regards prejudice and discrimination exists in your Depart- 
ment, is that so? 

Mr. SHELTOX. Yes. sir. 
Mr. RAXGEL. Well, then, Secretary Morton really would not be 

honest in his summary, as it relates to a response to IMAGE, in saying 
that the findings of an investigation failed to support the allegation of 
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a persuasive pattern of discrimination against Spanish-surnamed 
Americans existing witliin tiie Department oi tlie Interior ? Tliat would 
bo less tlian honest, would it not ? 

Mr. SuELix>N. We are talking about two different things. One, we 
are talking in terms of generalities, and No. 2, we are talking about 
specifics. 

We find that on the basis of the evidence submitted, there was no 
basis for tliat complaint, to tell you the truth. 

Mr. RANOKI.. I do not know.' I know that there are departmental 
answers and I suppose there are congressional, i^olitical answers, but 
it would be a lot easier for me if we find out what we are talking about. 

You are saying that your Department is not more racist than any 
other department in the United States, right i 

Mr. SiiELTON. That is what I am saying. 
Mr. IJAXGEI^ But racism does exists 
Mr. 8iiEi.i\>x. Certainly, racism does exist. 
MI-. RANOEU OK. All right. You answerotl one of the members here 

tliat we should not l)e governed by the increase in the number of 
juinorities or Spanis]i-si)eaking people that are hired, that other 
factors must be considered, that numbers of people hired aaid tlie jobs 
they hold should not be the criteria. 

Mr. SiiKLTON. It should not be the ultimate criteria. I think it is one 
of the factors. 

Mr. IIAXGF.L. YOU think it is one of what? 
Mr. SiiELTox. I think it is one of the factors. 
ilr. RAXOEI-. It is one of the major factors, is it not ? I mean, unless 

you can say there are no people available to fill the job, and unless you 
can say what etl'orts you ha\e made in oitler to get people qualified to 
fill the jobs, you do not expect us. as elected officials, to really look 
beyond anything except what you had in 1970 under the President's 
proclamation, and what you do have in 1974, and why is it that j'ou 
have not made any drastic improvement. 

So, I do not know what you expect from us, except numbei-s. There 
are some memliers of the committee that disagree, and some ileml)ers, 
perhaps, of the Congress that believe that the Emancipation Procla- 
mation is probably a good step forward and that Avith a little time, 
they will come to the realization of being citizens. 

But, if the President of the United States says that he is gomg to 
have an aflirmative action i)rogram, equal opportunity for all, and 
specifically sets up a Spanish-speaking cabinet, certainly should we 
not be able to expect more than 0.2-percent improvement in 2 years? 

Mr. SIIEETOX. I would hope so. 
Mr. RANGEL. I wish you would let the lady talk directly into the 

mike, because this really is a little—I mean, I do not care who responds, 
but if he is going to respond to what you are telling him, you might 
as well save us the time. 

Ms. GRAJIAM. Thank you, Mr. Rangcl, for letting me respond here in 
this regard. Certainly, as Mr. Shelton indicated fonnerly, a person to 
Ije hired by the Department of the Interior, or any Federal agency, has 
to be certified by the Civil Service Commission. 

Mr. R.\NGEE. Now, is that really so? 
Ms. GRAHAM. Yes. Yes, that is true. 
Mr. RANGEL. I was under the impression that under some special 



Ill 

legislation that was geared toward the hiring of minorities, that it was 
not ncccssaril}' so. 

Ms. GRAHAM. I do not know of that. 
Mr. RANGEL. May I ask the Chair alx)iit the schedule A and other 

schedules that other departments seem to have been able to utilize in 
an elFort to increase their aflirmative action program? 

Mr. EDWARDS. WO will provide that for the i-ecord. I do not know 
the answer to it. 

[The information on Schedule A positions in the Department of the 
Interior follows:] 

Xumhcr of current "Schedule A" positiont in the Department of the Interior 

Offlc-e of the Secretary  21 
Bouneville Power Administration  133 
Hiin-ati of Land Managenivnt  548 
Bureau of Indian Affairs 10,057 
Geological  Sur\-ey  2 
Bureau of Mines : : . 411 
National Park Service ,  1 
Bureau of Outdoor Recreation  60 
Milling Enforcement and Safety Administration  107 

Total   11. 340 

Mr. RANGEI,. Well, we certainly have found out what the Drug En- 
forcement Administration did. and they were able to bypass the 
Civil Service Commission criteria in order to meet certain specific 
obligations. 

ilr. WIGGINS. Will the gentleman yield? 
Mr. RANGEL. I certainly will. 
Mr. WIGGINS. In some agencies, and the Drug Enforcement Agency 

was one particular agency, racial characteristics were deemed to be a 
job qualification, and there was some special hiring to meet those job 
qualifications. 

Mr. I\AX(iEL. And that is a schedule. 
Mr. WIGGINS. I think so. I will be happy to find out. 
Mr. RANGED All right. Well, let us find out. and I assume that what 

you did do, what you do, is within the guidelines that you are work- 
ing with, and it seems that your major response to IMAGE, as well as 
to the statistics, the data and so forth, is a strong emphasis on con- 
ferences, booths, and conventions. 

Ms. GRAHAJI. Yes. Let me repeat again, and probably jou were not 
here when we indicated the role of the Office of Equal Opportunities. 
The program implementation is decentralized to the bureaus, where 
there are Equal Employment Opportunity officers and full-time people 
to carry out the program. 

The function of Mr. Shelton and his staff is to establish policy for 
the Department, and sec that that policy is communicated throughout 
the Department, to establish program guidelines based on Civil Serv- 
ice Commission requirements and regulations, and sec that those re- 
quirements, and regulations, and guidelines are distributed throughout 
tne Department. 

Mr. RANGEL. Well. Mr. Shelton leaves me with the impression that 
the work precludes the hiring of minorities in areas where there is an 
overwhelming minority population, that the percentages, because I, 
like J'ather Drinan, feel that unless you can specifically talk about 
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mobility as it relates to minorities, then it is certainly not a factor that 
we sliould even consider. 

But, as it relates to tlie nature of tlie work, if. in fact, we are tidkin-r 
about specific professional iob oi)portunities, and you are sayinir that 
it lias l)een your expeiience that we do not have minorities trained to do 
that work, then policy i'^ really not important, is it^ I me«n, you are 
just saying that you cannot find anyone qualified to fill the job. 

Ms. GK.\yi.\M. Well, I can certainly testify to t]u> fact that spe^ikiuir 
of immobility or lack of mobility for some minorities, the Depai-tment 
of the Interior has rouirlily 900 isolated facilities in wildlife and fish 
refuges, national parks, monuments, and what have you. And it is diffi- 
cult to get minority group people, particularly since most of them are 
located m the Far West  

Mr. RANOEI,. IS it because the Job pays so little that poor people can- 
not afford to relocate ? I mean, is it a minority problem ? 

Ms. GRAHAM. It is a matter of isolation in some instances of some of 
tlie positions and categories. 

Mr. RANOEL. Whites can assimilate better tlian minorities? 
Ms. GiL\ii.\M. Yes, l)ecause we have had the experience of certainly 

sending minorities into the Park Service facilities and finding that 
they were the only ones there and tliey would not stay. We have had 
that experience, too. 

The bureaus have had that experience, too. 
Mr. RAXGEI-. And this is compiled in thcj i-eports so that the United 

States would Ix'tter be able to assist you in providing whatever you Ije- 
lieve minorities need in assimilating. 

I mean, tliis is one of the things you say to them, that you report to 
as a problem ? 

Ms. GRAHAM. There is a matter of housing in some instances, and 
there is the matter of social isolation in some circumstances. 

Mr. RANOEL. You mean discrimination in hou.sing? 
Ms. GR.\HA5r. Yes. 
Mr. RANOKL. Does your oflice not have any influence in tliat area of 

government? 
Ms. GiuHAM. We do, and we act upon that. But, it is mostly the 

social isolation that causes minorities, when they find themselves in 
facilities tliat are somewhat isolated that they become dissatisfied and 
want to move into urban areas or into areas with which they are more 
familiar. 

Mr. RANGEI,. We are not talking alxtut aliens, we arc talking about 
citizens who are Americans who have to have Spanish surnames? 

Ms. (iiwHAif. Yes. 
Mr. RAN(5EI,. And it has l)een your experience that, their ties to the 

homeland have been so great that they have been unable to assimilate 
in a noi-mal American situation? 

Ms. GR.\HAM. I am aware of the fact that the National Park Service 
has had extensive recruitment efforts in the Southwest, which would 
require that the Spanish si)eaking move away from their areas, their 
homes in New Mexico and Arizona, to the national park facilities. 

Mr. RANOEL. What problems have the minorities found in New York 
wliere I see out of 390 employees, 7 are Spanish surnamed? Is that a 
question of .assimilation or isolation? 

Ms. Ga\HAM. I think we have only 100—let me see how many em- 
ployees we have in New York. 
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Mr. RANGEL. This slifct says 35)6. 
Ms. GRAHAM. There are actually 407. The National Park Sei'vico 

employs 203, and tliat is not in New York City, sir. This is for the 
State of New York. We do not have a New York City office. 

Mr. RANOEL. Well, the State. Has that been considered one of the 
barren areas where KSpanish-speaking people just do not like to live,* 
in New York State * 

Ms. GRAHAM. Most parks. National Park Services facilities are out 
in the boondocks, so to s^xsak. 

Mr. RANOEL. So New York State would apply as to one of the 
isolated ai"eas where mobility is a factor i 

Ms. GRAHAM. Yes, I would say so. 
Mr. RANOEL. And the nature of the work and mobility would ac- 

count for why only 1.8 percent Spanish-sunianied people areemploj'ed 
out of some 400 in the State of New York i 

Ms. GRAHAM. I would say so. 
Mr. RANOEL. Well, let me ask this. Do you work at all with the office 

of the Spanish-speaking cabinet i Is there a relationship between your 
office and that cabinet i 

Ms. GRAHAM. No, not onjroing. We have had contact with the Cabinet 
conmiitteo on several occasions. They have recpiested information from 
ns. which we have piovided. 

We have sought applications. 
Mr. RANOEL. That is a Cabinet position, which I understand under 

the law that the chairman of that Cabinet meets periodicallv under 
the law with other Socrretaries, in order to facilitate the hiring of 
Spanish surnames. 

Have you asked for as.sistance from that Cabinet i 
Ms. GRAHAM. Yes, we have. 
Mr. RANGEL. Well, could you toll me what the relationsliip is, rather 

than them i-equesting information i 
Ms. GRAH,\M. It IS not an ongoing relationship. We have sought 

candidates for the positions tliat we have tried to fill in the Washing- 
ton, headquarters office to deal with the 16-point program in handling 
and administering it. 

Mr. RANGEI.. It is my undei-standing that this office was not to serve 
as an employment n>souice. but to cut a lot of the i-edtaf^e in terms of 
hiring, and to deal directly with other Se<,i'etaries and memljers of the 
President's Cabinet, even far more so than a legislative committee. 

It is just my understanding that this Cabinet position was created 
to assist you in getting what you need in terms of existing regulations. 
Is that your understanding of the Cabinet, Mr. Shelton? 

Mr. SHELTON. That is my understanding of it, yes. 
Ms. GRAHAM. The Cabinet committee has quite a bank, a talent bank. 
Mr. RANOEL. I am not saying it should not be used in order to get 

people. But, it is mv understanding that this position was allegedly 
ci-eatcd for j^ou to he able to cut through the bureaucracy to meet 
your policy demands, or the demands that have been made of you 
under the law. 

Of course, we have also heard that it was just created politically, 
in order to enliance the reelection of the President. I would like to 
know what your experiences have been. 

Mr. SiiELTON. We tried to cooperate, we tried to utilize the talent 
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bank that tliey have. We have ceitainly not called upon them as an 
adjunct to put pressure on the Secretary, if that is what you are talk- 
ing about. 

I think that, as I find it, the Secretary certainly has a commitment 
to equal employment opportunity. Last Friday in the staff meeting, 
at that time, E^EO was one of the principal topics of discussion, and he 
indicated that he was sick and tired of the bureaucracy giving lip serv- 
ice to EEO and to get on with the program. 

ilr. RANGF.L. Is that the same pei-son that is responsible for your 
being denied people ? 

Mr. SHELTOX. I am talking about the Secretary now. 
Mr. RANGEL. Well, if lie has such a strong commitment, could he not 

give you five people to assist you with your commitment? 
Mr. SiiKi/rox. I have not had time to go back and utilize tiie Secre- 

tary's statement of last Friday to talk to the Assistant Secret^iry, Mr. 
Clark, saj'ing let us get on with this subject. 

Mr. RANGEL. Yon have had to hear from the Secretary to make a 
statement in order for you to  

Mr. SiiELTOV. Xo. I did not. I had gone to the Assistant Secretary 
and talked to him about these positions and nothing was forthcoming. 
It just seems  

Mr. RANOEL. Mr. Shelton. I think you recognize that all of the com- 
mittee members want to assist j'ou in doijig a job that you can lx> prou<l 
of. 

Mr. SHELTON. I imderstand. 
Mr. RANGEL. iVnd from your testimony. I understand you arc doing 

the best you can with what 3'ou have to work with. 
Mr. SHELTON. I think so. 
Mr. RANGEL. And it seems to me tlvat the i-easons for why there has 

been no substantial improvement in the hiring of Spanish-speaking 
people is due to the factoi-s which are not under your conti-ol. 

Well, you are not in charge of mobility, of emotional feelings about 
where people want to live. 

Mr. SHELTON. That is true. 
Mr. RANGEL. SO giving a report to us in connection with the mores 

of Spanish-speaking people in terms of wliom they would like to live 
with, you might alh)W us to investigate this, because tiiey might have 
implications as to whether or not Spanish-speaking people can assim- 
ilate to military conditions, or whether they should be subject to the 
draft, or a variety of things that conld be as.sociated with minorities 
that we are not familiar with, if this is a factor that you have to deal 
with based on people turning down job opportunities for meaningfid 
exf)ericnces in workijig with our Federal Government. 

Mr. SiiEi.TON. I can onh- talk in terms of my own cxi>erience. I am 
not generalizing. 

Mr. RANGEL. Well, if we have your experience in writing, perhaps 
we can find out from other agencies Avhefher they have similar exi)eri- 
ences where black and Spanish speaking just do not like to travel. 

Mr. SHELTON. DO you want me to document it ? 
Mr. RANGEL. I wish you would. And in addition to that, I woidd like 

to know this term "the nature of the job". Of course, that bothers me. 
If you were the American Medical Association, I could understand 

what the qualifications are for a job, and imless I could produce 
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minority doctoi*s, then, of course, I slioukl not be in a position tx) com- 
plain, i{ they ai"e just not available. 

You indicate that you used a number of qualified applicants and 
that a number have accepted. It could be tlie nature of the problem to 
pet qualified applicants, and it seems to me that your statistical in- 
formation, which I would be relying on, could never be substantially 
improved imless we find out why you do not have qualified applicants. 

Mr. WALDIE. Would the gentleman yield? 
Mr. RANOEL. Yes, but the good Father asked as to what was being 

projected. Xow, I do not Icnow whether improvement is from 2.0 to 2.2 
in a 3-vear period, I don't know, it could really be a dramatic improve- 
ment, but I am cert-ain that this is not what President Nixon was talk- 
ing about when he created the Spanish-speaking Cabinet. I think you 
would agi-ee with that, and so any imin-ovement, in fact, if there are 
decreases in Federal expenditures, if there are Federal cutbacks that 
your Department must suiter, they could have a veiy adverse effect, 
and if seniority means anything, on what your statistics would i)e next 
year. 

Mr. SHELTOX. That is tine. 
Mr. RAXGEL. You have to help us protect you in order to protect 

these peoi>le, and it seems to me that what I need, since from what you 
have given me yon say we should not rely on statistical data  

Mr. SiiEi.Tox. That is right. 
^Is. GRAHAM. Not that alone. 
Mr. RANOEL. Not that alone. Well, you have to give me what else I 

have to rely on. and that is what happens with the qualified applica- 
tion. We will rely on statistics, but we will take into consideration why 
those statistics are so poor, and the reasons for it. 

If it is going to be mobility, that should be spelled out. If it is going 
to be. lack of qualified appHcations, then you should have a break- 
down as to what jol)S are involved. 

It is rather embarrassing for me to find out in any given location that 
we should be asking these questions only to get a response that they 
require Ph. D.'s. If that is the situation, then perhaps we should bo 
looking at our college grants, we should be looking at Government as- 
sistance, and pei-haps be looking at some of the i>eople that arc being 
discharged fi-om the military and see wliether or not they were forced 
to take c(mi'ses in certain sciences because the\- felt there was a need 
for people, rather tlian minorities. 

Now, we want to a.ssist, and that is our job. not to be critical. But, it 
is rather disheartening to see that everyone is doing the best they can, 
and yet they are not in control of anything to make improvements. 
And I would like to know what are the breakdowns on tiie job oppor- 
tunities within your Department, and what are the qualifications and 
what suggestions vou have where Government can assist perhaps in 
the public and private sector in preparing minority peoples to meet 
the qualifications. 

I am convinced that if the nature of the relationship between your 
agency and the Congress was one, so you woidd not be funded imless 
these jobs were filled by the minorities, and T do not suspect tliat we 
will get legislation like that, that jou would come up with innovative 
ways to meet that responsibility. 

Again, I am not being critical of j'ou. but in a racist society, with the 
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racist departments, we should hear more than you are doing the best 
you can under a racist situation. 

Mr. WIGGINS. Will the gentleman yield for one question? 
Mr. HANGEL. I yield. 
Mv. WIGGINS. Do your job applications have racially identifying 

data on them? 
Jlr. SiiELTON. No; not at all. 
Mr. WIGGINS. In any way?   • 
Mr. SiiELTox. Well, sometimes j^ou can tell because of the nature of 

the housing patterns in the United States. 
Mr. WIGGINS. This is all; nothing specific ? 
Mr. SiiELTON. You can sometimes tell by the univereity that a per- 

son attends. 
Mr. RANGEL. That they are a minority? 
^Ir. SiiELTON. Especially for blacks. 
Mr. KANGEL. You can tell by the univei-sity whether or not the a[>- 

plicant is white or black? 
Mr. SiiEivTON. I think so in souic in.stances. 
Mr. RANGEL. Well, ilo you not need a tool, do we not have to have a 

tool where you cannot violate the civil right statutes in saying this 
is what I am looking for in the univei-sity, ami tiiis is what I want to 
know, as to which applicants are black, Puerto Rican and Chieano? 
Is that so violative of civil I'iglits? 

Mr. SiiELTON. In many instances I have been told by recruiters that 
wiien the recruiter goes in and talks about how all he wants to see is 
minority applicants, in many instances he is put out of the door. 

Mr. RANGEL. If that is his job, hiring minorities, he should not say 
it, but let you know who are the minority applicants. 

Mr. WIGGINS. If you wouUi yield further, some members on this 
side. ilr. McClory antl myself, were on the floor declai-ed to be if not 
racists, at least leaning in that direction by suggesting that there was 
a need for statistical data whicli can only bo obUiined bj' having some 
racial identilication on an application, and it was fought very ve- 
henu'iitly by those who disagivcd, because it was felt that it had some 
ra<'ial motivation. 

Mr. RANGEL. And periuips there are some people on the floor that 
you would suspect. But, I would not be included in that group, since 
we liad to go to the New York State Ivcgislature and make that same 
tyi)e of a revision in our applications in order to have a better under- 
standing of the number of minorities that apply. 

Mr. WIGGINS. I agree. 
^Ir. RANGEL. Thank you. Thank you, Mr. Chairman. 
Mr. EDWARDS. Ms. Chavez? 
^fr. WALDIE. May I ask a question? 
Ml-. EDWARDS. Yes; go ahead Mr. Waldie.   • 
Mr. WALDIE. I listened to Mr. Rangel's questions and your answers, 

and I got the impression tluit the factors prohibiting your getting a 
iM'ttcr record than we have now are beyond your control, such as mo- 
bility, such as cultural reasons for not wanting to locate in isolated 
placi's. and yet you ha\ e suggested that five more employees would 
enable you to do a better job. 

What would those five employees do? Where are you not doing a 
sufficient job now that live more employees would assist? 
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T ask the question not- m a ciiticiil sense, tlioujrh in ihe fiW'tor tliat 
led to tlie poor sliowing tiiat I think has been made in the Department 
as being beyond your control, then why would five more employees 
assist ? 

Mr. SiiKLTox. Well, first, of all, I certainly would like to have my 
staff spend a lot more time in those ai-eas oif large minority concen- 
trations. I think that we have go to do a job at the community level, 
maybe starting with parents, getting them to motivate their ihildrcn 
to take a dilTerent direction. 

^fr. WAi.ntE. AVait a minute. Is that the Department of the Interior's 
responsibility? 

Mr. SHELTOX. I think we have the resiwnsibility to generate the 
i-esources that we are going to need. That is the way I see it, Ijecause 
it seems to me that the way that recruitment takes i)lace now. that 
there is little sensiti\ity on the part- of a recruiter in the terms of the 
cultural differences as relates to minority status. 

Mr. WALm?:. "What you are really saying is that racism exists in the 
i"ecruiting? 

Mr. SHELTOX. T lieg your pardon ? 
Mr. WALDIE. What you are really saying is politely and gently, that 

racism exists in the recruitment? 
Mr. STIELTOX. T think so. 
Mr. WAIJ)IE. Well, to get more employees into your shop would not 

eliminate that, would it? 
Mr. SHELTOX. Not entirely. 
^Ir. WALDIE. AVhat we really have to do. it would seem to me. is to 

liave a re])ort fiom somecme of responsibility in each of the depart- 
ments saying exactly what you are saying, that racism exists in this 
recruitment, and until that is eliminated, any problem of bringing a 
better proportion of minorities into employment will never be solved. 

I get the impression that it is very difficult in this field to criticize 
oj)enly. I believe racism does exist, and I do not see any reason—well, 
I see every reason why you shoidd be the one responsible with your 
people for the objective of pointing a finger and saving, in this agency, 
in this facility, in Menlo Park, or wherever, racism has existed and 
the recruiting pattern demonstrates it. 

Now. that would seem to me to \K a heck of a lot more constructive 
in bringing about a response than exhibits at conventions and passing 
out literature and educating youngsters from primary grades on up, 
and their parents, to take a job with the Department of the Interior. 

I just think you are looking at a quiet, soft. do-not-rock-the-l)oat 
approach, when we have tried that, and I did not find progress, as your 
statistics indicate it to be. And it seems to me that we ought now to 
try a different approach for people who have the responsibility that 
you have, and that ought to be to call things what they are in terms 
that people understand, and not the gentle phases that you use that 
do not cause any abrasivetiess. 

Mr. RAXGEI,. Will the gentleman yield ? 
Mr. WAUM>:. yes. 
Mr. RAXGEL. In recent months, one person in a similar position was 

raising questions that Mr. Waldie raised and she was fired. And it took 
a lot of political pressure to have her reinstated. 
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I suggest tliat it might have been Ijettcr assistance to you to talk 
•with us in executive session, and we would like to extend that invita- 
tion to you, rather than to have you in a position of criticizing those 
people that you have to report to. And I certainly volunteer to be of 
any assistance to you outvsido of being just a member of this committw. 
because we recognize how difficidt it is for you to justify perhaps your 
pay. when yoii are supposed to say you are doing a good job, if, in 
fact, you do not have the tools to work with. 

So, I can see where you could be in that position. But, I offer to you 
as a vehicle to assist us. perhaps the route of testifying in executive ses- 
sion, or contacting me individually to see w^hether or not we can get you 
some tools to work with. 

Mr. EnwARDS. Ms. Chavez. 
Ms. CnA\-EZ. Thank you. Mr. Chairman. 
I just wanted to get one point clarified at this point. When ils. 

Graham responded to one of the questions from Mr. Rangel. I believe 
that you said that there was a problem in terms of Spanish-speaking 
persons moving outside of the area from which thev came in order to 
accept positions with the Department of the Interior. 

T am a native of the Southwest, and it has lieen at least my recollec- 
tion tliat most of the national forests in the United States are located 
in the Southwest, and T am just wondering whetlier or not there isn't 
some sort of a discrepancy in what you told us. and the fact that most 
of the parks are located in the Southwest? 

AIs. GRAHAM. AS T indicated. Ms. Cliavez. the program implementa- 
tion is decentralized to the Bureaus. The Bureaus have reported to us. 
and partiridarlv the National Park Service, that they have recruited 
extensively in the Southwest, particidarly Xew Mexico, and are unable 
to jret the Chicanos to move away from their families, to go into the 
parks where they would have to reside to occupy positions. 

Some of them were full time, some of them sea.sonal. ^lost of them 
se.isonal. T woidd say. 

Ms. CHA\-EZ. In northern New Mexico especially, there ai-e manv 
parks and of course, there are a large number of Spanish-speaking resi- 
dents there, some of whom have had families that have lived there for 
well over 200 years. It does seem that this woiild not present a pi*oblem. 
if recruiting was done at least among these pei-sons. that there should 
be some .Spanish-sneaking pei-sons available. 

^fs. GRAHAM. "Well, our records show that we hired 217 seasonals 
as of June .SO. 

Ms. CHAVEZ. Some other problems that were raised during the ques- 
tion-and-answer period, I know much of your time has been devoted 
and the answers vou have civen us. have been respondinfr .specificallv 
to the number of Indians in nreferential hirin."-. And. as T understand, 
the Department of the Interior has supplied the minority counsel for 
tlip si'lK>onimittee with stpMstics for Snanish-surnamed employees, not 
only full-time "inplovoos thi-oughnut the a«rency. but also excluding the 
Bureau of Tndinn Affairs and excluding Indians employed by the Bu- 
reau of Indian .VfTairs. 

And I am wondeiin.o' if vou fould supply us, for tlie record, these 
statistics sotlint we can include them? 

[.V copy of the statistics refeii-ed to follows:] 
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U.S. DEPARTMENT OF THE INTERIOR FULL-TIME EMPLOYMENT FOR 1971-73 

Total Spanish 
full- Neitro surname 

employ- Num- Num- American Ori- Total 
ment ber Percent ber Percent Indian ental minority Percent 

Nov. 30. 1971  ..    63.161 2,956 4.7 1,299 2.1 10,157 411 14,823 23.46 
Minus Indians in BIA  ..     53.442 2.956 5.5 1,299 2.4 438 411 5,104 9.55 

Nov. 30. 1972  ..     63.773 2.898 4.5 1.320 2.1 10,792 403 15,413 24.16 
Minus Indians In BIA  ..     53.433 2.898 5.4 1.320 2.5 452 403 5,073 9.49 

Dec. 31, 1973  ..     63,655 2.812 4.4 1,370 2.2 10,952 471 15,605 24.5 
Minus Indians in BIA  ..     53,154 2.812 5.3 1,370 2.6 451 471 5,104 9.6 

Mar. 31, 1974  ..     64.041 2,781 4.3 1,395 2.2 11,264 475 15.915 24.8 
Minus Indians in BIA  ..     52,777 2.781 5.3 1,395 2.6 446 475 5,097 9.7 

June 30. 1974   ..     72,123 2.125 4.3 1,587 2.2 10,760 539 16,011 22.0 
Minus Indians in BIA  ..     61,375 3,125 5.1 1,587 2,6 709 53J 5.960 9.7 

Just looking at the copj^ that I have, it looks like in December 1973, 
the full-time emplo3'ment of Spanish-surnames in the Department of 
the Interior is 2.15 percent. However, if you exclude tlie Bureau of 
Indian Affairs, it still only moves up to 2.4 percent for that same time 
period, and excluding Indians employed in the Bureau of Indian Af- 
fairs, it moves up to 2.59 percent. 

But, the very highest figure, the liighe.st is still only 2.58 percent. 
I just wanted to make sure that these are accurate? 

Ms. GRAHAM. Yes, 2.58. I will call it 2.6 percent, but I am sure you 
are right. I hope that we have made it clear to you why it is important 
to exclude the Indians. 

Ms. CoAYEz. Yes. 
Ms. GiuviiAM. Employed in BLV, because nobody can compete for 

those jobs. 
Ms. CHAVEZ. Also, that brings up another question that lias been 

raised here. When this subcommittee held hearings 21/4 j'^ears ago on 
Federal emploj-ment problems for Spanish speaking, and issued a re- 
port subsequent to those hearings, one of the recommendations that 
was jiassed unanimously by the members was that minority persons 
bo allowed to identify them.selves when they apply for jobs, so that 
the Civil Service Commission could, in fact, keep more accurate 
statistics. 

How are Indians identified in terms of the preferential hiring sys- 
tem. Do they identify themselves in some way. or are they identified by 
su)X'rvisors, as are most minorities in the C^ivil Service Commission? 

JIs. Git,\HAM. They have to show certification that they are one- 
quarter Indian blood or they are not entitled to Indian preference. 

Ms. CHAVEZ. SO Indians arc required to state that they are Indian. 
Mr. SHELTOX. But, for the record, that only applies to the BIA. 
Ms. CHAVEZ. To the BIA. The reason that I bring it up, as Mr. 

Wiggins stated, is that this has been a concern of the subcommittee 
liefore, that we might get more accurate statistics if all minorities 
were required to provide that information. Right now. the Civil Service 
Commission has supervisors identify whether or not the person is 
Spanish-speaking, or American Indian, or black, or whatever. 

Mr. SHEI>TON-. May I speak to that ? 
Ms. CHAVI:Z. Sure. 
!Mr. SHEI^TOX. I do not know whether you know it or not, but some 

yeai-s ago there was a move afoot through the auspices of the Civil 
Service Commission hi terms of self-identification. On the first trial 
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run, this pilot stud}' worked very well. The second was a real fiasco, in 
that the employees took the position that it was none of anylxKly's 
business what they were. 

And we found a rash of people ljein<r called Indians, which was way 
out of proportion, which we knew were being: hired in the Federal 
Government, so that is not a panacea. 

^fs. CiiAVKz. As I recall, the Civil Service Commission testified Ix*- 
fore the subcommittee back in 1972. and they did cite the feasibility of 
a study that 30U are referring to. And. as I uixlerstand, that was taken 
prior to the onset of the affirmative action programs? 

Mr. SiiELTON". That is coriect. 
Ms. CHAVEZ. That was in the eaily 1960's. I believe, and thei-e may 

be some difference now. The Civil Service Commission last year issued 
a report recommending that niinorit\' pei-sons be allowed to identifj" 
themselves. 

The report is entitled "The Right To Know." And we will refer to 
that in these hearings. 

On page 4 of your statement, you mentioned the confeience hehl in 
Denver on February 19, 1971, to discuss oj^portiuuties for Sjianish- 
surnamcd Americans, and 30U also mention that in SeptemlxM- of this 
year, the Office of Per.sonnel Management made followup visits to 
Bureau facilities to see what plans were being implemented in reganl 
to connnitments made at the conference. 

I am wondering if you have any written report of the findings on 
those followup visits? 

Ms. GRAHAM. Yes. I believe it is not in the exhibits, but I can cer- 
tainly leave a copy with you, because I do have a copy. 

[The reports of followup visits follow:] 

FOLLOWUP VISIT ON EEO SPANISH-SUB:JAMED PKOCRAM, ENOIXEERTNG AXD 
RESKARCU CENTER, BUREAU OF RECLAMATION, DENVER, COLO. 

Our visit with Ct'iiter officials l>egan at S:.SO a.m. on September 24 in tlie IVr- 
sonnel Office witii P.-iul 011»ert, Ai-ting Personnel Officer and Head. Compensatiim 
& I-abor Relations SectiojL We were joined later liy Chuck Roylial, Personnel 
Management Trainee, wlio had been recruited throngli a formal cooperative 
education agreement with the Ilniversit.v of Colorado in fulfillment of tlie Bu- 
reau's commitment for the K&R Center during the Keliruar.v Conference. 

Since February, tlie Center has hired two permanent SS employees among 
a total of EV4 new hires; 2 temporary SS emjiloyet's among a total of 31; and 
5 SS summer aides among a total of 18. The total workforce (1,387 a.s of Novem- 
ber 30. 1970) currently includes 31 Sixini.sh Americans. 27 Negroes, 13 Orientals 
and one Indian. There is one additional SS employee over and above the total SS 
workforce as of November 30, 11)71. There are 12 minority Stay-in-School em- 
ployee.?—6 SfHinisli surnamed and C Negroes. 

Our discussion centered on the findings of the CSC si)ecial EIOO inquiry con- 
ducted in tJie Spring, and the Center's plans for improving the effectivene.ss of 
management's effort as outlined in tlie Center respoii.se to the Commission dated 
August 25, 1971. (.\ coiiy of that response is attached). The Center's EEO pro- 
gram is currently under development including the establishment of an EEO 
Committee targeted for October with represeiitatkin of each of nine inde|>endent 
division managers. The Committee's first action will l>e to develop a local sui>- 
plement to the Bureau's revised Plan of Action. EEO Coordinator, Shirley Stokes, 
6 FWP Coordinator Shirley has FWP Committee. 

Shirley Stoke.s. the full-time EEO ('(mrdinator and FWP Coordinator, was at 
the Bureau's headquarters office during our visit. AVe were able to complete our 
review of the Bureau's committed actions for an improved program in discussions 
with Shirley following our return to Washington. 'The seven employees identified 
(in the attache<l response to CSC) for the upward mobility program as minorities 
included in fact only one minority—a SS Engineering Draftsman, OS-3, promoted 
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to Klectricttl Engineeriug Tech. (Drafting), G.S-4. The others were non-minority 
au<i included five women and one handicapiKKl male eniplojfe. 

We are impressed with the strong organization proposed to administer an 
effective EEO program for the first time. Mr. William Lange, Jr., Chief, Division 
of Management Support, will have overall responsihility as EEO Officer. ITie 
EEO Committee will have top representation from each division delegate<l lo 
six^ak for the division heads. Mrs. Stokes already has organized an FWI' C(mi- 
niittee of women to as.si.st her with tlR> Federal Women's Program, and has 
initiated a survey to identify women with potential for development. There are 
five fully trained EEO counselors who also will 1)0 utilized in the development of 
program. 

We snggeste<l a possible inter-asency organization (Interior facilities in the 
area) for exchange of ideas and information on job vacancies. 

One of the projects accomi)lishe(I by Chuck Roylial last summer was to set up 
a conference of all the Summer Aids (many of whom were minority group mem- 
bers) at the Federal Center, which helped in their orientation to the world of 
work and to the Federal government as an employer. He has worked closely with 
the EEO Coordinator on much of the equal employment operation of the Center. 

FoLLowrp V16IT ON EEO SPAXISH-SUR.NAMED PROCRAJt, DENVER SERVICE CEWTKR, 
BUREAU OF LAND MANAGEMENT, SEPTEMBER 23, 1971 

For 3 hours during the afternoon of September 23rd, we visited with the per- 
sonnel officials of tlie Denver Service Center including George Holte, Bill Griffith, 
Kuth Mickey, Dick Loya, and Lillie Burnham. For part of the discussion we were 
joined by Vicki Kohler, Dorothy Corona, and Florence Glickman, esiiecially con- 
cerning the Women's Program. Jlessrs. Oliver John.son and Andrew Ondrof were 
also present for the last r>art of the meeting. 

Bureau commitments presented during the February Denver Conference in- 
cluded five (.5) beginning professioiml positions earmarked for recruitment of 
Spanish surnamed. Toward this goal one Civil Engineer was picked up under a 
liermanent appointment by the Denver Service Center. One Spanish surnamnl 
employee previously serving in a.clerical position in Xew Mexico was .selected to 
undergo beginning professional training in the IxifcM Training Program in Phoe- 
nix, Arizona. 

Other api)oiutments committed during this employment season for the Spanish 
surnamed were 25 technician and aide and 15 clerical jjositious. Progress to date 
reveals that this goal has been exceeded in the four States covered, and that new 
SS accessions had totalled 50 by September 17, 1J>71. Most were temporary ai>- 
iwlntments wiUi a grade range of GS-1 thru GS-5. Four i)ermanent appoint- 
uient.s, however, included Cash Clerk, GS~5, and Clerk Stenographer, GS-3, in 
New Mexico; and Card Punch Operator GS-1, and EEO Specialist, GS-12 in the 
Denver Service Center. The chief difficulty In the Denver area is that few SS 
candidates appear within reach on the CSC registers. 

Dick Loya, the new DSC EEO full-time coordinator, has so far been concentrat- 
ing on the Service Center's own program and problems, after which it is i>lanned 
that he will get out to the States. He is working on establishing some cooperative 
e<lucation programs, perhaps first with Metrojiolitan State College in Denver. 
Also, he would like to .see each BLM office in the Service Center area adopt a 
.school, such as the Las Cruces District Office adopting New Mexico State Univer- 
sity in Las Crucea. To further this, he plans to make a survey of all schools to 
.see which ones w^ould be most appropriate, etc. Such programs would assure 
within the next few years a substantial number of SS employees with college 
degrees in land and natural resource subjects. The jiersonnel ceiling and iiay 
aspect-s of the programs need to be worked out at the Bureau headquarters level, 
and Mr. Holte indicated that he would submit a proi>osed plan to this effect to 
Washington. 

Features of the improved organization at DSC for EEO program implementa- 
tion induded the assignment of Dick Loya and his full-time KEO Specialist 
u.ssistant, Lillie Burnham, to the Director's office. 

A film entitled "Mexican-American Heritage and Destination" was shown at 
(he DSC on September l(i and about one half of the work force attende<l. The 
supervisory training conducted by the DSC also makes use of films of this type. 

Considerable discussion took place concerning the DSC Women's Program, 
including the fact that the two Women's Coordinators had very busy jobs and 
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found it difficult to involve themselves in the program as much as desirable. It 
was suggested that to "get the program off dead center" Vlcki Kohler's draft 
action plan be circulated and serve as the basis for discussion in small meetings 
of the women at the Center; the final program could then be kicked off by the 
Center Director. 

Other suggestions made %vero that Dick Loya start travelling around the jiervic- 
ing area and showing up in State Offices as soon as possible; and that the four 
major bureaus in Denver should get together periodically to exdiange ideas and 
help each other in the BED area. 

Fuixowup VISIT oy KEO SFAMISH-SUBNAMED PBOOBAM, ROCXT MOUNTAIN REGIO:^, 
GB»IX)OICAI. StmvET, SEPTBMBEB ^, 1971 

For 2% honrs during the afternoon of September 22 we visited with the per- 
sonnel officials of the Eocky Mountain Region Indndlng Jim Hanson, Bob Barr. 
and Slessrs. Musser and Flores. In preparation for this visit a comprehensive 
folder had been put together containing copies of all the various correspondence, 
documentation, statistics, etc., pertaining to the subject, which proved very help- 
ful in our discussion and also was valuable in the other three follow-up visits 
we subsequently conducted. A copy of the cover sheet to the folder, "Summary 
of Accomplishments under 16 Point Program," is attached. 

Since the Departmental conference in February, there have been 10 new hires 
In the Rocky Mountain Region of Spanish Surnamed individuals, bringing the 
total SS employee population up to 108, or slightly over 5 percent of the total 
work force. As for Summer Aids in 1971, 17 of the 26 hired were SS (and seven 
black, making 24 of 26 minority group members). The Summer Aids worked ont 
well and some of them received $35 achievement awards at the end of the 
summer. 

One of the main and significant features of the Regional EEO program is the 
policy of informing each and every minority group organization in the geographic 
area of each and every vacancy that occurs. The list of such organizations in 
Denver and in every other location around the region where Survey had em- 

• ployees is extensive. Regional facilities are required to report on all contact.s 
made and the results. Mr. Hansen monitors personally positions filled in which 
minorities were considered and not selectetl. Contacts with these groups is not 
limiteil to this one matter; various letters have been .sent to such groups con- 
cerning employment and career development opportunities in general, and man.r 
per-sonal contacts are made. For example, three SS commimity groups in I>enver 
(LULAC, SER, and LARASA) have recently been invitetl to send representatives 
to the Regional Office in tlie Federal Center to tour the actual work sites and 
become better acquainted with types of work being performed and the skills 
needed. By coincidence, the two SER reps were making this tour on the afternoon 
we were visiting, and we had the opportunity to meet them briefly. They seemed 
plea.sed with what the Region is doing and appreciated the tour. 

One of the more unusual EEO efforts consists of two Geologist.* outfitting a 
mobile lab with technical and scientific equipment and taking it to Manual Train- 
ing High School in Denver to let the students (mainly black) oi>erate the anal.vti- 
cnl equijmient and become interested in preparing them.selve.s for careers in 
Survey. Plans are now progressing to take tlie lab on a tour of southern black 
colleges. 

We iiad considerable discussion about the EEO Committee (a rep from each 
Division including the Women's Coordinator) : revision of the Action Plan fit's 
proceeding in conjunction with the revision of the overall Bureau plan) : the EEO 
part of the suijervisory training program cfmducted by the personnel office: and 
the use of four different films on Spanish Americans, blacks and American 
Indians which some 700 employees came to view. Ba.sed on these discussions, we- 
u)ade several suggestions: 

Involve the Women's Coordinator more heavily in nil EEO matters, in 
the decision-making; perhaps get her surname on all written material. 

Have the EEO Coimselor Coordinator hold periodic meetings of all the 
Counselors, to compare impressions, discuss mutual problems, etc. 

Utilize tlie EEO portion of the Departmental employee/sniiervlRory ques- 
tionnaire to obtain a sample of opinionsAiews on EEO from workforce. 

Further details of the Region's EEO Spanish Surnamed program efforts are con- 
taine<l in the above-mentioned folder; we were imprei«e<i with their extent an<T 
innovation. 
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BOCKT  UOUNTATSr  BBOIONAI. EQUAL EaiPLOYMENT OPPOETUNIXy 

Summary of Accomplishments Under 16 Point Program 

1. Issued three memos to all operating officials outlining 16 Point Program and 
emphasizing hiring the Spanish Surnamed. 

2. Conducted a survey of key occupations with low Spanish Surnanied incum- 
bency and developed plans with Administrative, Water Resources, and 
Topographic Divisions for recruiting and luring Spanish Surnamed as 
vacancies occur. 

3. Presented four Spanish-American and other minority group oriented '•aware- 
ness" films to approximately 700 employees in the Denver area. 

4. Continued established  program  of referring all vacancies Region-wide to 
major Spanish-American organizations (as well as others) for referral of 
applicants. 

5. EstablLshed  a  sympatiietic  "contact"  for  Spanish-sumamed citizens who 
desire assistance in approaching the Federal complex. 

6. Visited three major Spanish-American organizations in Denver area and 
established an effective liaslon for enhancing employment possibilities for 
Spanish-American citizens. 

7. Arranged first of a series of tours of Survey installations in Denver for 
Spojilsh-American organizations. 

8. Hired 10 SiMnish-Surnamed ai>pllcants since date of Departmental EEO 
Conference on 2/19/71 (Resulted from requests in item 10). 

9. Hired 20 Spanish-Surnamed applicants since date of President's 16 Point 
Program, 11/5/70 (Resulted from requests in item 10). 

10. Made 118 requests to major Si)anlsh-Amerlcan organizations for referral of 
applicants. 

11. Hired 17 Spanish-Anierican Summer Aids in the Denver area for the 1S>71 
Summer Kmidoyment Period. 

FoLLOwup VISIT ON EEO SPANISH-SURNAMED PROGRAM, WESTERN ADMINISTRA- 
TIVE OFFICE, BUREAU OF MINES, SEPTEMBER 23, 1971 

For 2% hours during the morning of Septeml>€r 23 we visited with the person- 
nel officials of the Western Administr-ative Office Including Harold Graham. Ruby 
Alexander, Freda Dilbeck, and Ralph Hay. In preparation for this visit a 3-page 
statement of the Siwnlsh Surnamed EEO activities of the Office had been pre- 
pared (copy enclosed) ; in addition, a complete list of minority group employees 
throngbont the organizations serviced by the Office was hande<l out as well as 
several pages of personnel actions indicating upward mobility for specific 
minority group members in Denver, Laramle and Salt I.ake City. 

The Personnel Officer Is the EEO Officer, and he also serves as an adviser to 
the EEO Committee, on which there are representatives of all minority groups 
and various grade levels. Ruby Alexander is the Women's Program Coordinator. 
The committee is quite active, heli>s in locating SS applicants. heli)s them under- 
stand the application process, and has set up a buddy system for new hires which 
lielps with any transjwrtJition problems, etc. Two SS professional employees, a 
chemist and a programmer, .serve as active recruiters. 

• While there appears to be more SS applicants on OSC registers (they were 
jivst able to hire a GS-0 Computer Technician off the register), it is still very 
difficult to reach most of them because registers are loaded with veterans and 
with college graduates trying to get into the Federal service through any device 
I)ossible including clerical jobs. Hence few minority group members are within 
reach and can be certified. An additional difficulty is the apparent lack of in- 
terest on the part of many apidicants; often several interviews have to be set 
up per applicant because the ijerson does not follow through and keep the 
appointment. 

Of the SO new hires in the Denver metropolitan area (January l-August 7, 
1971), seven were Spanish surnamed. Four were hired under the Public Service 
Careers Program at the GS-1 level. Three of the four have since left WAO for 
I>er80Dal reasons—one for illness and two moved out of the city. Throughout the 
servicing area (26 organizatloas in 13 States), there are 2,343 employees, 38 of 
whom are Spanish surnamed. Two are Public Service Career employees. There 
are some 518 employees in the Denver area including 19 Spanish surnamed. 

In addition to the community groups mentioned In the enclosure, the Office' 
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was also in contact with SKK. Tliese organizations have been invited on occasion 
to visit the Offitt- and discuss the employment situation, but generally the esiJcri- 
ence lias been tliat Uie representatives do not come out. 

We suggested that such invitations be re-extended and that a specific effort be- 
made to get guidance counselors from these organizations to talie a tour of the 
work sites and become lietter familiar with the types of jobs and the skills 
nee<led. We also suggested that the Office might obtain and sliow for the work 
forc-e one or more of the films on minority groups available in Denver, and we 
provided the Office with the names of those being used by Geological Survey. 

We also had a di-scussion on the status of the Women's Program, where the 
Office's feeling is that there are good opportunities for women to advance straight 
up the grade ladder in whatever occupational field they are in, such as Personnel, 
Kinancc, AI>P, and tlie scientific fields. There are, of course, women in secre- 
tarial Jobs who have reached the top grade for their position and who feel 
"stuck'' at that point, 

SlXTKI-^-I'OI.^T   PROUBAM   FOR   THE   SPAMSH   StKNAMKU   A.\0   Aci IVITIES   FOB   THE 
TOTAL  EEO   PBOGRAM 

This office continuously reviews recruitment plans and evaluates recruitment 
activities to try to obtain full coverage of all maniwwer sources for all tyiies 
of candidates, including minority group eligitiles. Even though recruitment has 
been somewhat restricted for the past year, we liave tried to keep all recruit- 
ment channels oiH-n. Our two In-st contacts for minority group applicants have 
been .Mrs, M. Garcia, I.,atin American Research and Service Agency, for the Span- 
{••ih siirnauie<l. and Mrs. Alary Hewing, Urban League of Coloroda, for Negro 
candidates. We have also tried to maintain contacts with the oi-gnnlzjition called 
the t'rusade for .lustic-e, but have received no resjjonse of any kind to our 
I)er.si)nHl visit to tliat organization. 

We liave encouraged the employees of the Bureau of Mines, who are members 
of minority grotii)s, to refer applicants to us, so we can a.s.sist these applicants 
in sccurin;; Civil Service rntinsrs and posi^ilily have them certified to us for em- 
ployment. Mr. Manuel Gomez, C'beniical Kesearch Engineer, GiS-13, in the Aline 
Systems p]ngim>ering Group, and Mr. Antonio Urioste. Computer Progrjiuimer. 
<;S 7. in the Division of Automatic Data Pro<-es.sing, have made si>e<-ial efforts 
in llicse area.s, with reference to Spani.sli-surnanied applicants. A number of ai>- 
pllcants have commented favorably about the special assistance they have re- 
ceivfKl from this office in completing appropriate application forms and getting 
information as to job vacnncics. qnaliBcations, and ratiiiKs. 

('imperative npreemcnts have been e.stal)llslie<l with 22 colleges and uni- 
versities in the area .servofl, including many in the southwestern states where 
there are significant numbers of SpanL^h-surnamed students. We have sent lit- 
ernture to these and to nuiny other colleges, as well as to high schools In the 
area. Mrs. Gloria Bakula, the Placement Assistant, has i>er.s<>nally appe«re<l 
liefore some high school classes to .sjjeak to the subject of Fe<leral employment 
and how to prepare for it. 

The Civil Service Commission has sponsored Career Pays at many of the 
colleges in the area, and we have regularly participated. This cooperative ap- 
prfMich. with all Ke<leral Agencies in the areas participating In Career Day activ- 
ities, avoids duplication of effort and. according to reiwrts received by the Civil 
Service Commission, is preferred by the colleges themselves, since most of them 
do not apiireciate having to prepare to meet with recruiters from each agency 
>H'\m ra tely. 

Much of our most efftn-tive college recrnitment is accomplished through in- 
formal contacts l)etween our professional employees and the faculty uienilwrs 
and/or student as,si8taiits who are on the Bureau's rolls. The profesaional em- 
ployees try to lie imrtlcularly careftil to record any recruitment contacts that 
have been made, and to refer names of applicants to the Branch of Personnel 
so appropriate follow-up action can be taken. 

.\ltliongh we are aware that bllingnallty can l>e a factor In selection, we 
actually have few opi>ortunlties to use this as a selective factor In recruitment. 
When' if can l>e justified, it will lie )ise<I. 

The Summer Employment Program ha.« l)een effectively utilized as a means 
of introducing young people to Ftnleral employment. During the past, two sum- 
mers fifteen SiKinlsh-surnamed young iieopio have Iteen employed during the 
summer months by the stations served by this office. A few of these young people 
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have stayed on the rolls under the Stay-in-School program. However, we have 
not been very successful in keeping these young people on the rolla A number 
of them have failed to report for work after only a verj' few days on the job. 
A few of the losses have been due to circumstances beyond the individuals' 
control, but others have been due to lack of interest in the assiRnment. Efforts 
have been made to encourage supervisors to make the iissignmeuts as varied as 
iwsslble, to reassign to other duties if this is feasible, and to be constructive in 
the areas of training and development. In spite of conscientious efforts on the 
part of some supervisors, much needs to be done to overcome this problem. 

The I'nbllc Service Careers program has also been use<l to give young people 
an employment opportunity in which tliey can learn and can progress to higher 
level work. We orlgimiUy had 8 young PSC employees, of wliicli 4 were Spanish 
.>;urnamed. However, we have lost 4 of the original 8. and have replaced only 2 
of the lo.-Jses iis of this time. Of the 4 losses, 1 was duo to ill healtli: the other 3, 
i: r>f whicli were Spanish-surnamed, moved out of the state. We therefore have 
only 2 Spanish-surnamed I'SC employees on the rolls now, but both of these 
have been reassigned from their original appointments to enable them to attain 
further growtli and development. One of these will probably be prompted as 
soon as the restriction on promotions is lifted. 

Ill order to keep the goals of the Equal Employment Opiwrtunity Program in 
the minds of all supervisors and employees, we have utilized "The Tie Line", our 
monthly Per.sonnel Newsletter, for items of interest. The.se items have appeared 
on an average of every fi months for the past several years, as reminders that all 
who are employed by the Bureau of Sllnes activities in the western area should 
snpi>ort the program. 

Although we are not satisfied with the results of our efforts under the 16-poiut 
program, we do feel that we have made, and will continue to make, progress. The 
attacheil list of actions summarizes this progress as It applies to the stations In 
the Denver CSC Region. 

We and the Station Managers and top-level supervisors have earnestly tried to 
give equal attention and emphasis to each of the many .special recruitment pro- 
grams—the various minority groups, veterans, the handicapped, the mentally 
restored, the mentally retarded, the various student programs, and the summer 
programs. Only by such attention, by continued efforts, and by utilizing the es- 
tnbli.slied regulations of the merit system, can we actually claim to have an equal 
employnieut opi>ortunity program. 

]Ms. CHAN-EZ. We just got the exliibits tliis morning. Hare tlieie been 
any conferences aimed at the Bureaus since 1071, excluding the one 
that you are going to he holding in Denver? 

Iklr. SHEr.TOX. Yes; we have had regional conferences since that 
time. The first one was held in Atlanta last year, in November 1973. 
There was one in Portland in April of tliis year. 

Ms. CiLWF.z. Those are the conferences that were in your stsitement ? 
Those were of the same nature of the earlier conference in Denver? 

Mr. SiiEi.TOX. Just a mini version, but at tiie same time tiie emphasis 
was on how to develop an aflirmative action plan involving the iruin- 
agcrs in this process. 

Ms. Cii.un:z. In the appendixes that you presented us. are there con- 
ference reports from those different conferences in Atlanta and Port- 
land? 

^Is. GRAHAM. Not the regional conferences. We do not liave pub- 
li.shed reports at this time. 

^fs. Crr.WEz. Will you have those at a later date ? 
Ms. GR.MIAM. It is entirely possible, once we get around to it. As was 

indicated, our staff is so small, to put a report togetJier takes a half-a- 
iiian year. 

Ms. CHAVEZ. On page 7 of your statement, you also mention 'SU: 
Costales. who testified before the subcommittee on Federal employ- 
ment problems of the Spanish-speaking earlier this year. You mention 

46-120—75 9 
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he requested a representative from the Department of the Interior to 
appear as a panel member of a workshop for the 16-point coordinators. 
Was anyone axituallj' assigned, and was the request fulfilled ? 

Mr. SiiELi'ON. Yes, it was. 
Ms. CH.WEZ. And who was that pei-son ? 
Afr. SiiEryrox. It was Mr. Sanchez, who was a member of our staff 

that worked for Ms. Graham. 
Ms. CHAVEZ. And so he was the assistant, then, to Ms. Graham? 
Mr. SiiELTOx. He was the equal opportunity specialist, with special 

responsibilities for the Indian and Spanish sumamed program. 
^Fs. CHAVEZ. I believe one of the witnesses today made reference 

to the fact that there is an ongoing relationship of sorts with the 
cabinet committee on opportunities for Spanish-speaking persons. Does 
the Interior Depai'tment regularly list emplovment vacancies in the 
EEO newsletter? 

MI-. SIIELTON. NO ; we do not. 
Ms. CHAVEZ. Were you aware that they do list employment vacancies, 

and I think it is on the last page of the newsletter that lists vacancies, 
both within the Federal Government and the private sector? 

Ms. GRAHA:\r. The Park Service has done this for the Park Police. 
Ms. CHA^'Ez. Also, the subcommittee, for the last couple of years, has 

been in^'olved in the whole problem of the Geological Survey's move to 
Reston here locally, and in answer to some of the other questions in the 
hearing, there was mention made of the problem of location for the 
minorities, that for some i-eason blacks, Spanish speaking and other 
pei-sons. tlie location of certain of their installations seemed to be a 
problem or to present a problem in terms of their being hired or 
wanting to work there. 

And tliis is something that the subcommittee has, as I say, looked 
into in tenns of the Geological Survey. Have there been any studies 
done by the Interior Department, or any other Government group that 
you are aware of, which tried to study what the impact is when a 
Federal installation such as the Geological Survey moves to a sub- 
urban area, an area wliich usually does not have low-income housing? 

Afi-. SHELTOX. I think that we tried to take advantage of the depth 
of tlie expei-iences of the AEC and other Federal agencies that hare 
moved out, and we tried to make certain things that happened in those 
moves not happen in the Reston situation. And as a result, we haye 
had a commitment from Gulf of Reston that they would provide hous- 
ing opportmiities for all of the Geological Survey people who elected 
tonio\e witli tlieir jobs with tlie Geological Survey. 

We encouiaged and made provision for Geological Snrvey person- 
nel to visit Reston. We provided transportation. We talked in terms 
of the kinds of subsidies that these people would get as a result of this 
particular move. 

We tried to get definite answers from each employee as to whether 
or not lie wanted to move to Reston, the kind of abode he would be 
interested in. whether it was subsidized, whether it was low cost, or 
what liave you. I think that from the—we even involved the real estate 
iutei-ests in terms of assuring that all persons, irrespective of income 
levels, would have access to lionsing of his choice, his or her choice, 
l)ased ui>on ability to pay, whether it was rental or property to buy. 

I can say, witliout equivocation, based upon the experiences of other 
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agencies, we studied all of the things that we felt were mistakes made 
by other agencies, to assure oui-selves that all employees who wanted 
to move with their joibs to Reston had an opportunity^ to do so. 

Ms. CHAVEZ. In the Menlo Park area, were similar efforts made on 
behalf of the minority employees who would potentially be employed 
in that installation ? 

Mr. SHELTON. I do not know. I have not received the final report in 
tenns of who actually moved to Reston and what kind of houses they 
elected. But, there was this kind of a commitment. 

Ms. CnAVEZ. No; I am not now referring to Reston. I think the sub- 
committee in its files does have pretty complete information on that. 

What I am interested in in earlier response to a question on Menlo 
Park, mention was made that Spanish-speaking persons may not have 
found the area of Menlo Park either attractive, or there were not many 
Spanish-speaking persons living there when the move was made to 
iicnlo Park, and I am wondering if similar kinds of affinnative pro- 
grams were initiated on behalf of the Department of the Interior at 
ilenlo Park, or whether any are anticipated to try and open up housing 
opportunities in that area, so that more Spanish-speaking employees 
might find that an attractive place to work ? 

Mr. SirELTON. I do not know of anything that happened in terms 
of Menlo Park, the initial move. But, 1 do know that as far as the De- 
partment's affirmative action program, that managers and heads of 
bureaus and offices are supposed to be involved in the well-being of 
their employees to the point where they get involved in community 
affairs, especially as relates to the housing. 

How much of this is being done at this particular stage I have no 
feel for it. 

Ms. CH.A.VEZ. Is Menlo Park a fairly affluent area ? 
Mr. SHELTON. It is a very affluent section. 
Ms. CHAVEZ. Then there probably are not any available housing 

oi>portunities for the middle- or low-income people ? 
Mr. SHELTON. I would doubt that seriously. 
Ms. CHAVEZ. Have any efforts been made by the Department of the 

Interior recently to try and involve any other agencies like HUD or 
the Small Business Administration, or any agencies that would be 
involved in bringing in money to that area to build low-income 
housing ? 

Mr. SHELTON. I will have to supply you that information. I have no 
feel for it. 

[The information follows:] 
(i«ol<)^caI Survey is aware that there is a housing shortage in Menlo Park for 

low and middle income iwople. Although Geological Siirvpy attempts to assist its 
employees and potential employees in finding suitable housing in the commuting 
area, there lias heen no attempt to provide low-cost housing in the immediate 
area. The reason for this is that there is simply no land avnllable to afford any 
ripportunity for such an undertaking. The only housing built in the area in the 
recent jKist has lieen through private development. Approximately 75 percent of 
all employees of the Geological Sur\-ey facility in Alenlo Park live more than 10 
miles away. There is a community of Simnish-speaking people lo<'ated about 10 
iiiiles from Menlo Park but efforts to recruit employees from tliis community 
have not beeu encouraging. 

Mr. "WALDH:. May Iiiifei'ni])t for a minute? 
I think it ought to be ck-ar that San Jose is only 17 miles from Menlo 

Park, and San Jose, in northern California, has the largest concentra- 
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tion of Spanish speaking in California that exists, other than in Los 
Angeles. 

But, in northern California, it is the largest by far. In addition, in 
Menlo Park, though it is upper income, a great portion of it, tliere is 
a large black concentration in tlie Menlo Park area. So, really, it is 
not a lack of mobility or a lack of housing opportunities that have 
denied minorities their share of opportunities in Menlo Park. There are 
other factors, but that is not one of them. 

Mr. SiiKiyrox. Is not transportation a factor? 
Mr. WALDIE. Seventeen miles in California is no fa<.'tor in trans- 

portation at all. I mean, there is nowhere in California that you work 
17 miles closer to your home. 

Mr. SiiKLTOx. All I was trying to indicate in my testimony in re- 
sponse to a question was mj' concerns when I visited Menlo Park a 
year ago that we did not have more Spanish-speaking people aboard. 
And in discussing this with officials, I was told that they liad made jolis 
and opportunities available to Spanish-surnanied people and were 
turned down. 

Mr. "\V.\ijiiE. Well, all I am saying is you should not take that at 
face value. It surely was not because they could not get to work from 
San Jose. People do not walk to work in California anyway. So they 
have to drive or have public transportation, and they use it. And if 
there is no public t ransportation, they drive. And it ju.st simplj' is not 
a response, if tliat is what they told you, that the jobs were offered but 
they were too far away. 

^Ir. SuF.i,TON. The reason I asked that question was because I was 
concerned because I had visited Denver, Colo., and I Icnew that the 
location of the P'ederal center in Denver, Colo., was far removed from 
tlu' locations in which we find Spanish-surnamed and blacks. And part 
of the problem, they told mo. was a lack of public transpoilation. 

Mr. WAMHK. Weil, I do not want to deny that as a factor in certain 
parts of the country. It is. 

It is not. though, in tlie bay area of Galifoniia, and those who tell 
you it is are misleading. So, I would suggest you reexamino that 
situation. 

And I would note that you are a vei-y accommodating indiAidual, 
who apparently has great faith in those with whom you deal. And I am 
not sure you should be as tfusting as you are. You should ask more 
(juestions. 

Ms. CiTAVKZ. I have just one more question. I just want to make 
sure I am clear on this. 

You indicated tliat it would be helpful to you to have some soit of 
indication of the number of applicants who have applied for positions 
in the Interioi- Department who were minorities, tlie number certified 
and the number e\entual]y hired. This Icind of information will be 
helpful to you, in terms of evaluating the EEO program aiid is not 
provided currently, is that correct? 

Afr. SiiKi.Tox. it is not provided. 
!\rs. (iltAlIAM.   No. 
Ms. CirAVKZ. But, it woidd be helpful to you if the Civil Service 

Ct>mmission were in some way able to get that information to you? 
It would be helpful in evaluating your own success? 

^r.<. Gi;ATrA:\i. "\\'e had in mind, when we made that statement, we 
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had in mind tlie applications that we receive dii-ectly from Spanish- 
speaking people, and wc have received volumes of them. Some of them 
are on the registers of the Civil Service Commission and some are not. 

We refer those applications wherever a job vacancy occure for con- 
sideration. AVe do not liave that information with respect to which ones 
or the nunibors involved in terms of whether they are hired or not 
hired. 

Wc will have that information in the future, because that would be 
a dcterjnining factor that will indicate success. 

Ms. CSLAYEZ. The reason I asked the question is because of the whole 
area of coutrovei-sy between affirmative acti\e versus discrimination. 

In order to prove discrimination, you almost have to have an indi- 
<ation tliat they have applied in great numbere but have been turned 
down for positions. 

Thank you, Mr. Chairman. 
ilr. EDWAIUJS. The Chair not«s with pleasure the presence in the 

ronmiittee room of distinguished guests and friends of the subcom- 
mittee, !Mr. Edward Valenzuela, national president of IMAGE; Tony 
Morales, national president of the GI Forum; Mr. Jo Benitez, na- 
tional president of the league of United Latin American Citizens 
(LULAC) ; Mr. Ricardo Zazueta. national director of operation, 
HER (Spanish-Speaking Manpower Fiogram); and Pete Villa, na- 
tional chairman of SER. 

Wc are delighted that these distinguished guests arc here. 
Mr. Klee. 
Mr. KLEP;. Thank you veiy- much, Mr. Chairman. 
I would like to follow up with some questions about the statistics 

that so many people seem to be relying on, especially statistics dealing 
with the future. Do you not think it would be a vital statistic to deter- 
mine the number of Spanish-surnamed people who voluntarily quit 
I lieir jobs after they are hired, and thereb}- decrease the total number of 
Spanisii-surnamed employees. 

Ms. (TRAIIAJC. Yes, it would be. AVe do not have any automated data 
from the computer with respect to turnover or exits. 

Ihit, it is being plamied for, and we hope that it will be available 
to us. 

Mr. KLEK. DO you also plan to program any statistics on those who 
are fii-ed, as opposed to those who voluntarily quit? 

ils. GR.\itAM. Well, an exit paper will determine whether or not it 
was a voluntary e.xit or involuntary. I do not know if that particular 
ditferencc is being programed for. 

Mr. Ki-EE. Thank you. To further clarify' the statistics T ha\e no- 
ticed that especially in the following States there seems to be a veiy 
liigh percentage of Spanisii-surnamed peo))le in the populations: Cali- 
fornia, Tcxa-s. Xcw Mexico, Arizona, and Colorado. 

Could you correlate the number of Indians that are also present in 
those States that would be, of course, eligible for preference und(>r 
the Bureau of Indian Affairs pi-eference program? In other words, 
my question would he, are ther-e also very many Indians in California, 
Now Mexico, Arizona. Colorado, and Texaa ? 

Ms. GRAHAM. Yes. Those States have high concentrations of Indians. 
Mr. KbEE. Could I ask you tliis: Might it be the fact that Texas 

lias fewer Indians than the other States that I mentioned. 
Ms. GRVILVM. Yes; Texas does have fewer.   • 
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Mr. KuEE. Perhaps this could account for discrepancies in these 
statistics whereby Texas seems to be very well represented in Spanish- 
sumamed employment, and where California. New Mexico. ^Vrizona. 
and Colorado statistics reflect bias, since they include Indians in the 
Bureau of Indian Affairs ? 

Ms. GRAHAM. Yes; you are right. 
Mr. KLEK. I notice, by the way, that there are over 23,000 jobs in 

these Western States, and I have before me the computer print-out 
from the Department of the Intei-ior for March 1974, for the Bui-eau 
of Indian Affairs, which shows that in the Albuquerque area, there 
are approximately 1,000 Indians employed, in the Navaho area there 
are 4,000, and in Phoenix, rouglily 8.50, Sacramento, 210, Aberdeen, 
1.250. These are just rough numbers, but it approximatelv comes to 
7,220 out of 23,000 jobs. 

Now, the question I would like to ask, since statistics really are im- 
portant to very many members of the committee, is where, for example, 
is the Navaho area located ? 

Ms. GRAHAM. It covers several States. New Mexico, Arizona, and 
one other. 

Mr. KLEE. If we do look at the Navaho and the Albuquerque areas 
together, we find that there are 5,000 Indians employed in the Bui^au 
of Indian Affairs. If you look at Arizona and New Mexico, here in 
the statistics that have been supplied, we find that tliei-e are 11,000 
total jobs, so would there lie a vast distortion by the inclusion of almost 
half of these jobs, being Indian preference jobs, in statistics purix)rted 
to reflect Spanish-sumamed employment? 

Ms. GRAHAM. I would say so. 
Mr. KLEE. Okay, I would like to clarify one more point about the 

Indian preference program. 
You mentioned earlier that for someone to qualify, he needed lo 

have only one-quarter Spanish blood. 
Ms. GR.\IIAM. Indian blood. 
Mr. KLEE. Indian blood. Does this mean someone with three-quarters 

Spanish blood and only one-quarter Indian blood could qualify under 
the Indian preference program? 

Ms. GR^VIIAM. Yes. 
Mr. KLEE. Would such a person then be classified as an Indian, 

rather than a Spanish-sumamed pei-son, even though he had a Spanish 
surname ? 

!Ms. GR-\HAM. For employment statistics, he would be cla&sified as 
an Indiana, and if he takes adA'antage of the Indian preference for 
employment, yes. 

Mr. KLEE. Well, this factor indicates further skewing that was not 
taken into account in your 2.6 figiu-e which merely excludes Indians 
in tlip Bureau of Indian Affaii-s, because some of these people b<'ing 
excluded could, in fact, be Spanisli-siiriiamod people? 

Ms. GRAHAM. Yes. thoy could have moie Spanish blood (han Indian 
blood and they could choose to declare themselves as Indians to take 
advantage of tlie Indian Preference Act. I would suggest that a sur- 
vey of that would probably result in the information that the Spanish- 
speaking people are closer to parity in Interior than is indicated by 
the statistics that we have. 

Mr. KLEE. OK. I just have one last question. 



131 

Mr. WALDIE. Wait just a minute. May I interrupt just a moment, 
and put that conclusion in proper pei-spective. 

The figures you gave us eluninated Indians. We have that figure. 
Ms. GRAHASI. Yes, we gave you both. 
Mr. WALDIE. It shows an increase in December 1973, from 2.4 to 2.58. 
Ms. GR-VHAM. Yes. 
Mr. WALDIE. That is not  
Mr. WIGGINS. Well, if the gentleman would yield further, as I under- 

stand the testimony, the 10,000 Indians may, in fact, represent a high 
number of Spanish surnamed, Spanish speaking, and even Latinos 
in terms of thi-ee-quarters of their blood. 

They choose to identify themselves as Indians because they were 
one-quailer Indian and sought Indian preference. 

Mr. WALDIE. But, how would that change the statistic that not 
many Latinos have been employed. They are getting credit, it is 2.58 
for all of the Indians. 

Ms. GRAHAM. No, no; those are Spanish-sumamed people that you 
are reading. 

Mr. WALDIE. The other figure, 2.15, you are getting credit for all of 
the Indians, so we still end up with 2.15. 

Jlr. SiiELTON. No; not necessarily. You would have an increase of 
those who are identified, who have elected to be called Indians on the 
basis of one-quarter Indian blood, which would mean that you have an 
increase in the number that we are talking about, but by the same token, 
vou would ha\e a decrease in the number of Indians so identified. And 
1 do not know whether they wash each other or not. I do not really 
know. 

ilr. KLEE. Let me try to pose this clarifying question. 
We can assiune that we can exclude those who classify themselves as 

Indians from these statistics, because they are given preference, at 
least in the Buieau of Indian Affairs. This would raise your jiercentage 
up to 2.6 percent. 

If, in fact, some of those people being excluded as Indians were, 
actually Spanish-sumamed people who had elected to become part of 
the Indian preference program because they had one-quarter Indian 
blood, then would this exclusion further compound the error, and would 
this fail to be reflected in the 2.6 percent, because these people actually 
should be included in tlie statistics since they are. in fact, Spanish- 
sumamed people who ai'e not being treated by the statistics. 

ils. GRIVHAM. Yes; certainlj- a percentage of Spanish surnames. 
Mr. KLEE. And I take it further that a factor affecting the statistics 

tiiat has not been taken into account is that while the great bulk of the 
Spanish-sumamed people are located in the Southwest, we also have 
the great bulk of Indians located in the Southwest, and they are com- 
peting directly with Indian jobs, is that correct ? 

Ms. GRAHAM. Yes. 
Mr. KLEE. All right. T just have one last question, and this concerns 

the acceleration in the nite of increase in your Department. 
Last vear, Mr. Roybal testified, or actually in 1072, that for the 

whole (rovernment, if the present rate of increase of Federal einploj^- 
ment continued, it would take 60 years to reach parity. Mr. Royoal 
was just looking at the increase in one given year. 

If we look at the increase over a period of time, though, we begin 
to see an acceleration, and I wonder perhaps if the acceleration between 
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1971 and 1972, and 1972 and 1973 were to remain constant, when would 
Spanish speaking in tlic Interior reach parity ? 

Ms. GRAHAM. 1977 or before. 
Mr. KLEE. I see. Thank you vei-y much. I have no furtlier questions. 
Mr. WALDrE. Tlie meeting is in adioumment. 
[Whereupon, at 12:30 p.m., the hearing was adjourned, subject to 

the call of the Chair.] 
[At this point the prepared statement of Hon. Tom Railsback is 

included in the record.] 

STATEMENT BT THE HONOBABLE TOM RAII^BACK. A REPRESENTATIVE IN CONOBESS 
FBOM THE STATE OF ILLINOIS—EQUALITY FOB SPANISH-SPEAKING AMERICANS 

Mr. Chairman, I am encouraged that this Subcommittee lias again opened 
hearings on our country's second largest minority, Spanish-spealtiug Americans, 
who, according to the Census Bureau, comprise approximately 6 percent of the 
total U.S. population. I also want to thank you for providing me with this oppor- 
tunity to submit my views. 

It Is clear that while great accomplishments have been made towards equal 
opportunity for Spanish-speaking American.^ there still remains such to lie done. 
Our commitment to full equal opportunity must continue to be the tool enabling 
us to tap the VMst ro.'sonrce of talent and knowledge which we have too often 
denied the Spanish-speaking citizen of our country. 

We Americans are a people of high morals who recognize the wants and needs 
of others throughout the world. Thus, our efforts to eradicate the many Injustices 
toward each other must l)e a dynamic force—a force denouncing complacency, 
for complacency permits prejudice and injustice. 

According to the Bureau of Census, in May 15)74, the overall economic and 
social status of Spanish-speaking persons is far behind those of other Americans 
identified as "whites." 

The median income in 1072 for a SiwnLsh-speaking family of four was $8,750 
or only 75.8 percent of the $11,549 median for whites. 

Only 35 percent of the Spanish-speaking completed four years of high school 
or more, compared with 65 percent of all blacks and 90 iiercent of white 
Americans. 

Employment figures released by the Bureau indicate that most Spanish-speak- 
ing Americans were in the lower paying occupations, witti 27 percent working 
in jobs sucli as garage workers, .service station nttendants, dressmakers, and the 
like. 

Only 13.0 percent of the Spanish-speaking population hold professional and 
technical positions; 13.0 percent are managers and administrators; 0.2 percent 
are sales workers: and C.8 percent are clerical workers. 

As is trae with some of America's otlier minorities, the Spanlsh-.tpeaking 
population is often denied the opportunities tlie rest of us take for granted. 

Nationwide, the Spanl.sh-spenking community is now tryins to "get it together." 
There are groups such as the League of United Latin American Citizens and the 
ija Raza Unida who have as.slsted in organizing their communities into more 
effective voting and economic blocs. Self-help programs are (juickly developing 
with the a.ssistance from such grouTW .is the American A.ssociafion of Spanish- 
Speaking Certified Public Accountants. 

Wliile such groups are doing all that they can, the government also has a 
responsibility to lend a helping hand as It has done for so many other people all 
over the world. 

Mr. Chairman, I know tils subcommittee Is deeply committed to equal ojipor- 
funity for all Americans, and I tnist that a renewed commitment will be one of 
the positive results derived from these deliberations. I also hope and urge that 
.some affirmative action is agreed upon that will assure our Spanish-speaking 
population that they have not been forgotten. 

Thank you. 
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APPENDIX 

EXHIBIT i 

CONFERENCIA 

'HORIZONTES NUEVOS PARA CIUDADANOS 

AMERICANOS DE HABLA ESPANOL" 

The Department of the I nterior 
EEO Conference "New Horizons for 

Spanish Speaking American Citizens" 

February 19, 1971 
Foothills Ramada inn 
11595W. 6th Avenue 

Denver. Colorado 

46-120 O - 75 - 10 



134 

"Assuring equal employment opporlunity for aJi Americans is high on 
my personal priority list for things to be achieved by the Department of 
the Interior. All that it takes is the personal commitment on the part of 
each of us that the job will be done and then the effort to seek out 
innovative and creative ways for doing il. I know that this conference 
vrtll accomplish its purpose because its intent is not only right but just 
in the best tradition of the American dream." 
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INTRODUCTION 

What follows is an account of a meeting held on Februar>' 19. !97|. in Denver by 
the Department of the Interior. Departmental officials responsible for hiring and 
promotion were brou^t together to discuss employment of Spanish-surnamcd Americans 
in the Department. 

Executive Order 11478, issued on August 8, 1969, requires each department to 
develop an affirmative action plan to guarantee that applicants are recruited and are 
promoted because of individual ability. Quite plainly those preconceived notions, or in 
Justice Thurgood Marshall's words "ancient canards", which would detcrmme individual 
ability on the basis of race, religion, sex or national origin have noplace in Government 
employment. Such attitudes must be changed. The concept of affirmative action, 
however, requires the executive branch to go beyond expressions of policy and to 
identify and correct employment practices which prevent full equal employment. 

The Denver meeting, then, was a part of the Department's overall affirmative action 

plan and was convened m response to the President's Sixteen Point Program for 
employment of Spanish-surnamed Americans in the Federal service announced on 
Novembers, J970. 
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THE EMPLOYMENT PICTURE:  PRESENT AND PREDICTED 

Prior to convening this meeting, the Department's worliforce was analysed by Mr. Paul 
Lorentzen of the Office of Personnel Management to determine how many Spanish-sumamed 
Americans now are employed and where opportunities for employment existed. The statistics shown 
in the diagrams (Appendix II), tend to confirm the pattern revealed by the 1970 census. 

According to census data, there are approximately 9.2 million residents of Spanish origin in the 
United States. In terms of employment patterns, these same figures show that Spanish-speaking 
Americans as a group are worse off than any other group. More Americans of Spanish origin are 
concentrated in low paying jobs and fewer in white collar jobs than any other racial or ethnic group. 
The unemployment rate for Spanish-speaking Americans nearly doubled that of the general 
population while their income was only about 70 percent of average American family's income. 

About three-fifths of the Spanish-surnamed Americans live in five Southwestern slates: Arizona. 
California, Colorado, New Mexico and Texas. (Sec Fig. 1). In these same five states, the Department 
of the Interior employs some 23,000 employees. Figure 2 shows the breakdown of employees by 
bureau and Figure 3 identifies the areas in which those employees are concentrated. 

The overall employment of Spanish-surnamed Americans by the Department in this five state 
area is 8.5 percent and is significantly lower than the percentage of Spanish-sumamed Americans in 
the area (15.2%) (See Fig. 4). Figures 5 and 6 further support the conclusions reached in the 1970 
census analysis by showing that Spanish-surnamed employees are not evenly distributed throughout 
the various job classifications. Rather, most are concentrated in the lower paying wage board 
classifications and below the GS-7 classification. 

Figure 7 is a sample analysis of accessions in the Department of Denver. It indicates again that 
Spanish-surnamed people are not hired in the same numbers as they are represented in the area 
population. Four percent of the new technicians and aids and five percent of the new clerical 
employees hired in the last six months were Spanish-sumamed Americans. At the same time, 
Spanish-surnamed Americans represented  11  percent of the Denver population. 
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OPENING REMARKS 

Chairing the conference was Edward E. Shelton. 
Director of the Department's Office for Equal Oppor- 
tunity. In his opening remarlis, Mr. Shelton observed that 
this was the first meeting held by any department or 
agency to effectuate part 7 of the President's Sixteen 
Point Program. Other such Departmental meetings, he 
said, will follow to focus on the special problems 
confronting other groups subject to discrimination. 

He continued: 

Refiecting upon what I migtit say to you as your 
conference chair person in calling this meeting to order, 
there came to mind two experiences representing two 
extremes in my educational development that have 
sustained me down througli the years. The first came 
from a penmanship exercise in elementary school and the 

second was a statement read in an ethics course at college. The first goes something like this: "Genius 
is only the power of making repeated efforts. The line between failure and success is so small that 
many a man has given up when just a little more effort would have turned hopeless failure into 
decisive victory." The second "There is nothing new. We merely see old things in a new 
relationship." 

The Department, while leading the way in the holding of this conference, is not alone in the 
pursuit of these objectives. The Federal budget lor FY 1972 submitted to the Congress by President 
Nixon on January 29 seeks an increase of almost one hundred percent over the current year's budget 
for programs to help minority groups achieve equal employment oppprtunity. In his budget message, 
the President promised that the activities of the Civil Service Commission would be accelerated to 
assure equal employment opportunity for all with special emphasis on opportunities for 
Spanish-sumamcd Americans. 

When this conference closes, it is my hope that the bureaus will leave with the resolve to explore 
fully the idea of a coordinated recruitment, training and placement program in metropolitan areas 
where such is feasible. Further, that each bureau take a second look at minority group persons 
already on board with the Idea of seeking to enhance their upward mobility. The key word h results, 
not procedures. 
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SECRETARY'S MESSAGE 

This statistical analysis plainly showed that the 
time for making excuses had passed and the time 
for a commitment to action had come. Although 
he was unable to attend the conference. Secretary 
Morton expressed his support of the conference 
objectives. 

Deronda (Pete) Shoup, Jr., represented the 
Secretary at the meeting and delivered the Secre- 
tary's message. Mr. Shoup. who is the Secretary's 
Field Representative for the Southwest Region 
remarked: 

Today is unique in the experience of this 
Department. For the first time, as an entity, we 
assemble in an equal employment opportunity 
conference to focus on flnding ways and making 
commitments to enhance the employment oppor- 
tunities for Spanish-sumamed persons. The holding 
of such a conference is proper because it is 
provided for by the Civil Service Commission in its 

16-point program to assist Spanish-sumamed people interested in joining the Federal civilian 
service. 

The setting for this conference is particularly appropriate. We find ourselves in that 
geographic area of our country where the Spanish-sumamed people represent the basic 
reservoir of untapped manpower and womanpower. In addition, the southwest area is the hpme 
base for greater than 30 percent of the Department's total employment. It appears that the two 
ingredients that make for a good stable employment situation merge in this location-jobs and 
people seeking employment. 

The holding of this conference at this time and in this place graphically demonstrates the 
Department's and the Administration's concern for assuring that all persons have an equal 
chance to participate in employment opportunities with special emphasis placed on the 
involvement of Spanish-surnamed people. To do this, the Administration is asking in the 
budget for fiscal year 1972 an increase of almost 100 percent over current year in money to 
help minority groups. This puts the total request for all civil rights activity at S456 million for 
the year starting next July I. Compare this with S235 million in 1971, and only S94 million in 
1970. Along this same line, the Department is requesting S2.7 million in fiscal 1972. Compare 
this with SI.9 million spending rate in 1971. This is an increase of S800.000 for fiscal year 
1972. 

Also, increased program emphasis and new regulations made it necessary to strengthen the 
Department's activities in the civil rights area by further centralization of overall responsibility 
and management of resources directly under the Office for Equal Opportunity. This means that 
the manpower and functions of the contract compliance and Title VI programs are now 
coordinated under the direct supervision of the Director. 
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The aspect of this centralizing process of direct concern to this conference is the lact ttiat 
the in-house employment program will add four persons. This input will increase the Office's 
capacity to review and evaluate the effectiveness of what is being done and will aid in the 
development of new programs aimed at assuring equal employment opportunity. 

1 see this conference as the beginning of a noble experiment, the place where we renew our 
commitment to the concept of equal employment opportunity for all segments of our 
population and at the same lime clearly define our employment objectives, building in specific 
intervals of review to see how far we progressed toward meeting those objectives. 

The Departmental analysis of the data submitted on employment of Spanish-speaking 
people used in conjunction with the planning for this conference certainly indicates that they 
are concentrated in the lower graded and lower paid jobs. For example, in the Southwest area 
as a whole, of technicians GS-1 through GS-6. 163 of the 983 (or Ifi.S'^r) are Spanish-sumamed, 
but only 47 of the 143 GS-7 and at)ove (or 0.3%) are Spanish-sumamed. Similarly. 125 of the 
1,363 GS-1 through GS-6 clericals (or 9.1T.) are Spanish-sumamed but only 8 of the GS-7 and 
above (or 0.5%) are Spanish-sumamed. 

The above example is not in the critical sense but rather as a means of pointing the way to 
more positive recruitment, training, and placement programs based upon clearly defined and 
enunciated employment objectives. 

The objectives that we set for ourselves can be reached without equivocation provided we 
make up our minds to do so. The important guidepost in this undertaking is a clear image of 
what it is we are going to do. how we are going to do it, who is going to do it, and when it will 
be done. 

ROLE OF THE OVIL SERVICE COMMISSION 

Under the Sixteen Point 
Program, the Civil Service 
Commission is given pri- 
mary responsibility for im- 
plementation, and Fer- 
nando E- C. DcBaca, for- 
mer Commissioner of 
Motor Vehicles for the 
State of New Mexico, is the 
Commission's chief advisor 
for the program. Both Mr. 
DcBaca and Charles Gomez 
of the Civil Service Com- 
mission's Denver office 
addressed (he conference. 

Mr. DeBaca touched on the significance of this 
meeting as a starting point, a first recognition that loo 

few people know or understand the prejudices which 
act to exclude the Spanish-sumamed person from 
employment in the Federal Government. The problem 
largely has been caused by lack of communication. 
Spanlsh-surnamed people are unaware of job 
opportunities in the Government and uncertain what 
reception they would receive as applicants. From the 
Government's point of view, there has been a tendency 
to equate the abiUty to perform s^ith the ability to 
comprehend English. 

The Civil Service Commission has experimented 
with different approaches to this problem by printing 
job announcements and career information in Spanish 
and by reviewing its employment examinations. Bui, 
Mr. DcBaca emphasized, the primary role for the 
Commission is as a resource of information on 
recruiting and training techniques for the agencies. 
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Mr. Gomez elaborated 
In this theme and spoke 
from his viewpoint as 
both a Chicano and a 
Commission employee: 

How can I reach you, 
who do the firing, who 
do (he hiring, who do 
the promoting, who do 
the recommending, who 
do the testing, who do 
the grading, you, the 
keeper of the gate, you 
the judge and the jury? I 
have brought no statistics. I WTII let you read you 
records, on your own lime, and draw your owi 
conclusions. 

Should I talk to you, pounding on the desk, 
pointing the finger and charging you with all kinds 
of discrimination for hundreds of years? I do not 
choose that course, not only because it would be 
unfair, but also because it would make me guilty of 
branding you all with the same iron. I would be 
guilty of the same thing that wc are trying to pre- 
vent. 

Some years ago, when I first started to work in 
equal employment opportunity, I thought about 
developing a system to help the poor, the disadvan- 
laged, los Indios, los Negros, los Chicanos. 1 took 
pictures of the homes and living conditions as they 
existed then and still exist today. (I didn't bring 
those slides with me.) 

Should I play on pity? the minorities' real want? 
their need? pity? Would I discuss history: "Remem- 
ber the Alamo'"* Do you think that the child who has 
always been reminded that he is a Mexican, not an 
American but a Mexican, could ever forget that he is 
Mexican? I choose not this approach. 

Should I come to you and tell you that there is no 
problem, that Chicanos have always been close to the 
ground that they enjoy doing the work of the soil, the 
menial tasks? Should I say that wc enjoy the "Frito 
bandito"   remarks?   Should   1   agree   when   someone 

attempts to greet me with "Cnmo esta trijole" and then 
interprets this as "how you been"? 

Sometimes, because a man does not cry when he tells 
you of the past experiences, ii doesn't mean that he has 
never been hurt. 

What. then, have 1 as a Civil Service Commission 
representative and as a Chicano chosen as an approach to 
touch you? I choose to make you aware of the problems 
of the minorities wherever they miglit be. in whatever 
re^on. Whether the discrimination is against ihe black in 
the east, the Jewish somewhere else, los Indios in the 
Southwest, or los Chicanos also in the Southwest, let us 
work on that problem and let us do something together 
to solve it. What about the Sixteen Point Programs for 
the blacks, the browns, the reds, the green"* (Somehow I 
have always associated the green with the Irish. So you 
see, we gel caught in generalities loo.) The Sixteen Point 
Program was brought about because some interpreted 
the equal employment opportunity program as a black 
and white program. 

1 choose now in my role as a human being and as a 
Civil Service Commission employee to help you develop 
plans that you and I together can implement. Right now 
it can be done. 1 ask you to let me help you by 
developing qualitative education programs, by going out 
with you to recruit, by making contacts of those people 
in your agency that might help you. especially the 
minorities. 1 choose lo ask you who are in our region to 
let me help you seek the members of Chicano organiza- 
tions, of minority groups, to talk with them and get 
their help in helping themselves. Even if minority group 
people must vent their frustrations that have developed 
over many years before they can exchange good mfor- 
malion, it is worth it. 

As a Commission employee, 1 challenge you, if you 
are really serious, to ask me. For I believe that this is not 
the job of the Commission alone. You cannot point the 
finger at the Commission and say. "It is up to you" and 
we of the Commission and minoriiy groups caruiot do 
the same-point the finger back and say, "It's up to 
you." No. I believe that much can be accomplished for 
ail-not minorities but human beings. We must try to 
work a little bit longer, a little bit harder, and a little bit 
more. 
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PANEL OF SPANISH-SURNAMED LEADERS 

Does !he Federal Government speak too often and listen too seldom'* In its approach to equal employment 
opportunity, the Government frequently is said to be paternalistic. Problems seem to be defined and solutions devised 
at some remote level without even consulting the persons who are the intended beneficiaries. 

The panel discussion brought together four Spanish surnamed people who are active in the equal employment 
opportunity program. 

Manuel O. Martinez 
District Manager 
Arizona State Employment Service 
Phoenix. Arizona 

In discussing the prob- 
lems facing the Spanish- 
surnamed in employment 
and barriers to their up- 
grading. Mr. Martinez said. 
there is a need for all 
Government agencies to 
make their employment 
opportunities known to 
the Spanish'surnamed pop- 
ulace. He said putting our 
reams and reams of an- 
nouncement of job open- 
ings which are posted on 
bulletin boards in post 

offices and other public places was not the way to reach 
the Spanish-surnamed job seeker. 

The employment expectation of the Spanish-sur- 
nained are not unsurmountable, Mr. Martinez said. They 
expect the same things anyone else aspires for-just an 
equal chance for the jobs that managers are filling from 
time to time. He indicated the managers were in the best 
position for making possible the opportunity for an 
equal chance in jobs. For the Spanish-surnamed, Mr. 
Martinez then cited several cases where he felt that 
selecting officials had opportunities to provide an 
opportumty for Spanish-surnamed employees to be 
upgraded but rationalized away their failure to do so. 

Mr. Martinez said that in order to provide an equal 
job opportunity for the Spanish-surnamed, all that was 
needed was true commitment on the part of Federal 
officials to carry out the President's Sixteen Point 
Program. 

Mr. Martinez ended his presentation by saying: 
"At the risk of sounding maudlin, I would Like to 

quote from President Kennedy: 'Ask not what the 
country can do for you, but what you can do for 
your country'. I would like to paraphrase it by 
saying, give a Spanish-surnamed a chance." 

Let him show you what he can do for you, your 
organization and for our country. 

Roy £. Gonzalez 
Assistant Executive, Education of Jobs 

for Progress, Inc., Operation SER 
(Service, Employment. Redevelopment) 

Mr. Gonzalez discussed 
briefly Operation SER and 
how it was established as a 
self-help Mexican-Ameri- 
can Spanish-surnamed 
organization of bilingual, 
bicultural persons to help 
this large segment of the 
population. SER provides 
training and employment 
techniques. It develops 
jobs and works closely with 
every town of private and 
public employers in plac- 
ing M e x ican-Americans, 

Spanish-surnamed into the mainstream of American life. 

Mr. Gonzalez indicated that the Sixteen Point Pro- 
gram is the initial start for dealing with the problem of 
employment to the Spanish-named. It could well be the 
beginning point for reading them into the Federal 
employment system. Mr. Gonzalez offered the aid of his 
organization in helping to identify the areas of potential 
manpower resources in the Spanish-surnamed com- 
munity. 

In discussing management tools and techniques, Mr. 
Gonzalez suggested that if supervisors persist in their 
failure to hire Spanish-surnamed individuals, their 
responsibility to select and promote employees should 
be taken away. 

Mr. Gonzalez ending his presentation saying: 
There is one thing that 1 always say to myself, and I 
want to say it to you. We were paid for what we did 
yesterday and for our past accomplishments. If we 
are to be paid tomorrow and for what we do today 
and tomorrow, then let us gel about the task before 
us and accomplish the goals set before us for a greater 
nation under God. 
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Carlos F. Vela 
(A Practicing Attorney) 
Education - Civil Rights Chairman 
Texas American G.I. Forum 

The American G.I. 
Fotum, said Mr. Vela, is a 
M c X i c a n-American Vet- 
eran's Family Civil Rights 
Organization with mem- 
bership in 26 Slates, He 
went on to say. the Forum 
represents those Mexican- 
American people who have 
fought the wars for this 
country, and those people 
who are dying out of pro- 
portion in the battlefield, 
and those people who are 
patient enough to believe 

that the democratic system must work for them some- 
time. This patience of his people, however, is beginning 
to evaporate, he added. 

He pointed out that the great need now is to 
eliminate the attitude in Government that there is no 
discrimination against Mexican-Americans and that the 
Mexican-Americans are not an identifiable rninorily 
group. 

He admonished the conference to put aside negative 
attitudes concerning Mexicans and do something about 
the "En^ish language Federal Entrance Examination" 
which to him presented a serious problem by making it 
almost impossible for his group to adequately compete 
through the examination process because of the language 
tMnier. 

Pointing out that there has been no enforcement of 
previous Executive Orders in-so-far as the Spanish- 
surnamed were concerned, Mr. Vela made the following 
suggestions for immediate implementation: 

I. That a committee (we want Mexican-Americans to 
be a viable part of this committee) be established 
within the Department with the following authority: 
a. The Committee should be empowered to investi- 

gate the employment practices of each agency 
within   the   Department. (We want  a complete 
internal   evaluation   of  the  hiring,   promotion, 
training and upward mobility programs within the 
Interior Department.) 

b. The Committee should be empowered to establish 
employment goals and timetables in order to 
provide full parity in employment of Mexican- 
Americans within the Department. 

c. The Committee should be empowered to enforce 
these employment goals and timetables. 

II. That the Department utilize longstanding civil rif^ts 
organizations, such as the American G.l, Forum and 
LULAC. to advise, to recruit, and as general 
resource people. 

The Itnal member of 
the panel was EDWARD 
LUCERO. President of the 
Colorado Economic Devel- 
opment Association. Mr. 
Lucero is concerned with 
assisting minority contrac- 
tors to begin operation 
and to stay in business. 
The problems confronted 
by minority businessmen 
involve acquiring skills and 
making contacts in a world 
which has largely excluded 
minority group persons. 

Mr. Lucero told the story of his early business career 
when companies would not employ Spanish-surnamed 
persons as salesmen in the Southwest. Instead, he was 
sent as a salesman to the Eastern cities where he might 
"pass" for an Italian. 

Those prejudices in the business community, often 
explained as observance of local custom, change but 
slowly. Mr. Lucero's organization, CEDA. has been 
responsible for some of those changes in Denver. By 
pressuring city officials, greater employment of minori- 
ties on construction projects has been obtained and a 
larger number of contracts have been awarded to 
minority contractors. The organization also has worked 
with banks to obiam the necessary bonding and fmanc- 
ing for minority businessmen. 

Mr. Lucero sees Federal employment and the Sixteen 
Point Program as a means to develop managerial skills in 
minprity employees. Once these skills have been ob- 
tained, the individuals then could opt to remain in 
Federal service or to enter business. Thus, the Sixteen 
Point Program could be used to reach beyond Federal 
employment. 
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WHAT ABOUT OTHER MINORITIES? 

Throughout ihe confeience, the question recurred 
whether it was wise or proper to concentrate solely on 
the Spanish-sumamed American. In the Southwest the 
American Indian experiences many of the same preju- 
dices and has similar difficulties in obtaining employ- 
ment. 

Several representatives of the American Indian Move- 
ment (AIM) attended the conference to protest the 
ignoring of the Indian by the Federal Government. In 
all. six men and women representing AIM appeared 
before the participants. 

While stressing their support and concern for the 
Spanish-sumamed Americans, blacks, and other minori- 
ties, the Indians challenged the Civil Service Commission 
to convene a special meeting on the employment of 
Indians. 

It is sometimes difficuli for persons steeped in the 
folklore of the movies to comprehend how recent the 
Indian wars were. One speaker said that the white man 
had made the Indian give up his soft mocassins and put 
on hard slioes to walk in a concrete Jungle. Another 
called attention to the urban Indian who is without the 
services provided lo the reservation Indian and without 
the personal resources to make a decent living. A third 
pointed to ihe Bureau of Indian Affairs to promote 
more Indians into supervisory and management posi- 
tions. 

Again the plea made echoed that made by Charles 
Gomez and other speakers; The Federal Government 
must listen and let the people speak for themselves. 
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WORKSHOPS: "As a manager, what problems, if any. do you envision in hiring, training, upgrading, and 
generally improving career opportunities for Spanish sumamed?" 

Conferees report on workshop discussions. 

Richird    (Rick)    Hirrison - Bureau 
Mines. Washington, D.C. 

Din KaiSCT-BonncviUc Power Adminis- 
tration, Portland, Oregon 

Bill   Spillen-Bureau  of Indian Affairs. 
Washington. D.C. 

Avery W. Rogers-U.S. Geolofical Sur- 
vey. Menlo Park. California 

E. J. Peterson-Bureau of Land Manage- 
ment, Asst. State Director, Sacramento, 
Catifomia 

Lociatne Kiopitzer-Bureau of Lind 
Management. Federal Women's Program 
Coordinator. Portland Service Center, 
Oregon 

T. S. Roberts-Bureau of Sport Fisheries 
A Wildlire. Portland, Oregon 

Grail G.  Dawton-Bureau  of Reclama- 
tion. Sacramento, Cahfomta 
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iSs*£ 
Confcieet csucuLby Bureau to set goals. CbngreonuA Lujin & Andy Ondiof 

Local news reporter inlcrviewi Mr. DeBwa <ind Mr. Shdton. Conference highlights were (cleviicd on the 
evening newiai Denver. 

American Indian Movement viiitors arc luncheon guests of Ihc Conference 

4 » 

I^Vi 

From   left,  Deronda  (Pete) Shoup,  Newell  Tcny, 
CongrcMRian  Lujan,  Edward  Shdton,  W.  H.   Rima        RoberU Eapcvii and Unda Punk (USGS) regisier 
(Denver   Regional  Dircctoi, U.S   Civtl Scrvitc Com- conference participants. 
misiton) and John O. Crow. 

10 
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KEYNOTE ADDRESS 

by Hon. Manuel Lujan. Jr. 

i:^-^ 
Congressman Manuel Lujan. Jr., the keynote speaker. 

is ihe representative to Congress from the first district of 
New Mexico. Mr. Lujan was first elected to Congress in 
1968 and is a member of the House Interior and Insular 
Affairs Committee, Mr. Lujan: 

Dignity, Trust. A Voice, and a Choice 

Before getting into my discussion of employment 
opportunities for Spanish-speakmg citi/ens. I want to 
compliment my good fnends in the Department of the 
Interior for having arranged this conference. 

I have been very impressed with tlic program. It's 
obvious this is not just another get-together lo hear 
ourselves talk. That was going on for years and nothing 
was getting done. Now it's time for action, and this 
Administration means business when it says it wants 
every qualified citizen to have an equal chance for 
Federal jobs regardless of race, religion, sex, or national 
origin. 

It's very fitting that this conference should be called 
by Secretary Rogers Morton. I've known him for a 
number of years, in his capacity as our Party's national 
chairman, as a colleague in Congress and now as a 
member of the President's cabinet. 

Because he is a hard-working administrator, his 
humanistic side is often overlooked. His message this 
morning mentioned his plans for implementation of the 
President's Sixteen Point Program. To give you a glimpse 
of the man behind that message, lei me quote from a 
talk I heard him deliver when he was Chairman of the 
Republican National Committee. 

"1 want to share with you." he said, "this very strong 
feeling I have that people in this country are a lot 
more the same than they are different . . . they all 
want a good many of the same things ... for 
themselves and for their country. No matter how 
much their problems might vary from place to place, 
from person lo person, the vast majority wants a little 
bit of dignity, a decent environment, a renewed 
feeling of trust and faith in his elected officials, and 
most of all a feeling that he has a voice and a choice 
about the way he lives." 

Dignity-lnist-a voice- and a choice. Those are the 
things we're all looking for. 

That's why I was very pleased to learn thai this 
conference had been set up-and thai I was invited to 
speak. 

Before discussing some other thoughts with you, let 
me cite a few statistics as lo the progress of minorities in 
the last two years. 

Since January 1969, although the total Federal 
civilian employment is down by 28.000, the number of. 
individuals from minority groups holding Federal jobs is 
up by 4.000! 

Since 1969 the number of needy people getting food 
assistance has doubled. Tlie number getting food stamps 
has tripled. And the number of our kids receiving free 
school lunches has gone from three million in 1969 to 
5.3 million today. 

We all know that Government programs are not a 
lasting answer to any liuman problem. Certainly, we 
want to feed the hungry, give material help lo the needy. 
make sure the youngsters have at least one hot meal a 
day. and we want to give every qualified cilizen an equal 
crack ai Federal jobs. 

But when all that is done-when every hungry man. 
woman and child is being fed. when food stamps arc 
going to everyone who needs them, when every Federal 
job has been fillcd-when all that is done, we've done 
nothing but buy a httle time to work toward our real 
goal; full employment, at good wages, in private 
industry, for every single man and woman in this 
country who is able to work. 

It is very important to devote our energies to the job 
of giving our people jn equal chance not only for jobs 
but for advancement within the Federal system. It is 
important that discrimination of every kind be wiped 
out  of existence,  particularly  in  Government.   It is 

tl 
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important that the necessary (raining for promotion be 
provided for all who need it and are willing to learn. But 
we must remember that we are talking here only of 
Federal jobs. 

I'd like to see the day come, when there are so many 
good paying jobs available in the private sector that 
Covernmeni at all levels will have (o actively recruit 
people to fill civil service openmgs. 

Isn't it true that the purpose of most Federal 
employees is to work themselves out of a job? The War 
on Poverty is a war that should be won as quickly as 
possible. The scores of training programs in the Labor 
Department are aimed at ftlling the training gap in 
private industry. When we have achieved equal employ- 
ment opportunities in the private sector, the fcEOC will 
be out of business. When we have reached the point of 
full employment, the employment security commission 
will be out of business. 

Think of the taxes that will save! And when we reach 
the millenium. taxes will be so low we can put the 
Internal Revenue Service out of business. That day will 
go down in history as the second Fourth of July! 

Seriously, we all know big government is here to slay. 
It's not about to be put out of business in the 
foreseeable future. So we may as well put it to good use. 
To get done what needs to be done. 

One of the things that has been crymg for Govern- 
ment action for years is the development of our human 
resources. This conference is just one indication that 
Government is re^K>nding. Our national priorities have 
been realigned. And the figures show we're making 
progress. 

This year, for the first time in ten years, the 
percentage of the Federal budget devoted to human 
resources is greater than that devoted to national 
defense. Defense spending has dropped from 48 percent 
in 1961 to 37 percent in 1971. Human resource 
spending is up from 30 percent to 41 percent. One of 
the results of this has been the four billion dollar 
increase in our Federal investments in education. 
Another has been the fact that according to HEW more 
school desegregation has taken place in the last two 
years than in the entire period between 19S4 and 1970. 

The number of programs aimed at helping not just 
the Spanish speaking minority but all minorities has 
doubled in the past two years. One of the shining 
examples has been the Small Business Administration. 
Under tlie leadership of Hilary Sandoval, the SBA 
became a force in helpmg the little guy cut out a piece 
of the free enterprise action for himself. 

In New Mexico, the number of SBA loans going to 
Spanish-sumamed people is ten limes today what it was 
two yean ago. The minority entrepreneurship program 

and NEDA have helped many of our people to establish 
their own businesses. 

More than that, after helping a man to get into 
business, we are today providing him with help from 
private industry experts to make sure he learns good 
management practices. If he is producing a saleable 
product, we go a step further and help hini sell that 
product to the Government, under the 8-A Program. 

That's only one department of Government. Similar 
progress is being made m all departments. As a member 
of the House Interior Committee. I am particularly 
pleased to see the Interior Department taking such 
positive steps m this direction. I note in the program 
that a panel is scheduled for this afternoon for each 
agency to explain specifically how a plaiu to implement 
the Sixteen Point hiring program. 

Aside from actually placing people on the payroll, 
however, we have many opportunities to use Govern- 
ment programs as a catalyst m helping solve the 
problems of our people. 

To cite just one example of how these programs arc 
being used to help our people in New Mexico, I want to 
tell you about the Sange de Cristo Apple Marketing 
Corporation. 

Those of you who are familiar with the Rio Grande 
Valley in northern New Mexico wrill remember that the 
growing of apples was a major industry in the Espanola 
area for many years. But in recent years it has declined 
and many of the orchards were left to die. 

One of the reasons for this was that the apple growers 
were not organized. Most of the orchards were small, 
and the apples were sold at harvesting time to out-of- 
stale truckers who played one grower against another, 
keeping the price down to as little as a dollar a box. 

The growers were in a bind. They had to sell the 
apples as they were picked, because they had no cold 
storage slieds to hold them for the v-inter market. And 
none of the growers could afford to build storage 
facilities. The result was that many of them just walked 
away from their orchards and took whatever work they 
could find in town. And an industry that used to provide 
jobs for hundreds of people was dying. 

That's when Government stepped in to lend a hand. 
Two years ago, we encouraged the growers to get 
together and form a co-op. The idea was to combine the 
slender resources of the individual growers into a single 
unit that would have some economic leverage. Their 
individual crops were too small to interest the big 
buyers, but their combined crop could amount to better 
than a hundred thousand boxes. They formed the co-op 
and agreed to sell their apples as a unit rathei than 
piecemeal. 

12 
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Then they formed a corporation ihc Sangre dc 
Crislo Apple Markcling Corporalion. Il was ohvious they 
needed a large processing facility to clean, sort, grade. 
box and store (he apples, and here again the Guvcmment 
lent a hand. 

With a minimum of their own funds as a base, they 
entered the 502 Community Development Program. The 
Small Busineu Admmistration provided S.^50.000on a 
long term, low interest loan to get the facility built. Il 
was completed last year in time to handle the fall crop. 
And for the first time in the history of the valley, the 
growers had a central point where their apples could be 
boxed and placed in cold storage. 

But in concentrating on organization and physical 
facilities, there had been little time to develop a 
marketing system. Tliey wound up with about 70.000 
boxes of apples in cold slot age but with a market for less 
than half of them. 

Again the Government lent a hand. Throu^i the 8-A 
Government buying program, authorized by Congress to 
assist minoriiy-owncd enterprises tu find Federal mar- 
kets for (heir products, we arranged for the military to 
buy $100,000 worth of the apples. And now we have 
nurketing experts working on getting this year's crop 
sold on the open market. 

One of the results of all this has been that the 
growers' co-op received S4.50 a box for their apples 
instead of a dollar. More imp^)rtantly, jobs have been 
created for about 200 people in :he orchards. 

My purpose in telling this story has been merely to 
illustrate that Covernmenl can play a much larger role 
than just putting Spamsh-spcaking people on the I-ederal 
payroll.   By   mobihz.ing  (he  lull  resources of Federal 

agencies behind the development of private minonty- 
owned enterprises. It can help create new industries that 
put people to work m the private sector. This multiplies 
the numbei of lax paying workers al very little cost to 
Ihe lax paying public. 

The end result is jobs. And iobs arc (he only real 
answer to our problems. We all know that w^cn a person 
has a good paying job with security for the future, most 
of the problems he had before are automatically solved. 
He can afford a better home, better education for his 
youngsters, his mental outlook is better and he becomes 
a useful, productive member of stKicty. He might even 
be able to afford a TV set. which in turn helps reduce 
(he population explosion. 

In closing. I will return to Secretary Morton's 
statement of the things we arc trying to provide for 
people: dignity- trust-a voice-and a choice. 

An individual with a gi)od job-whelher in Govern- 
ment or in the private sector-has the basis for personal 
pride thai catrics with it the ingredient of personal 
dignity. If he has seen Government acting to help him 
get that job or form a business that employs not only 
himself but others, he will tend to trust his Government. 
By becoming an active, productive member of society, 
he acquires a new voice in the management of conv 
muniiy affairs. And when there are plenty of jobs 
available, he is no longer locked m a hopeless rut He has 
a choice. 

Tlicse things we are trying to do I congratulate all of 
you for taking your time (o help in this aspect of the 
work. Today is truly a time for action, not words. And 
I'm going to set the example by stopping my talking and 
letting us all get on with (he job. 

COMMITMENTS BY THE BUREAUS 

The end product of this conference was designed to be a commitment by each bureau to goals for hinng and 
promotion of Spanish-surnamcd Americans, Participants were grouped randomly in workshops to discuss what 
problems they, as managers, envisioned in hiring, training, upgrading, and generally improving career opportunities for 
Ihc Spanish suinamed. Following Ihe workshops and intermittently throughout the day. those in attendance also 
caucused according to bureau to design the goals. 

The workshops showed that budget restrictions were viewed most often as obstacles (o improving employment 
patterns. The educational lack and language difficulties were not considered to be serious problems in the lower 
paying jobs but caused a( leas( conceptual problems for managers employing a large number of specially trained 
professionals. 

The resolution to these difTiculties was mosl clearly stated by Wilbur Kane. Assistant Commissioner of 
Rcclamaiion. These problems will be overcome and minorities will be hired if there is a commitment from the (op 
management communicated to all line supervisors. 

Reliance on budgetary restrictions as a reason for failure to act shows that managers still tend to think of the 
equal employmenl opportunity program as an extra, something added to (heir programmatic responsibilities. The 
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conference showed, however, a changing attitude toward seeing and evaluating (he equal employment program as an 
integral part of the Department's normal activities. 

The following goals presented by the different bureaus indicate this progression of adttudcs. (The Bureau of 
Indian Affairs, because of its statutory preference for employment uf Indians, did not present goals.) 

Bureau of Land Management. Statement by John 0. 
Crow, Associate Director: 

I   am pleased to have 
this opportunity to appear 
on behalf of the Bureau of 
Land Management to pre- 
sent a brief summary of 
the action items that wc 
are pursuing in our en- 
deavors to make equal em- 
ployment opportunity a 
reality in the Bureau of 
Land Management. 

One of the more rele- 
vant action items that we 
are presently undertaking 
is the idenlification of 

runority employees who are in under-utilized and dead 
end positions; counseling of those individuals concerning 
their career goals with the establishment of special 
training programs. Once this is completed, we will be 
able to establish specific targets. 

The following items represent areas where we have 
already been able to eslablisli targets for positive action 
related specifically to the President's Sixteen Point 
Program for the Spanish Surnamed: 

1. We are establishing a close working relationship 
with predominately minority schools, such as New 
Mexico Slate University to assist them in curriculum 
development, drafting proposals for grants, loan of 
employees as faculty members, temporary employment 
of their faculty, co-op programs, etc. The main purpose 
being to assure that their students are qualified for our 
positions. 

2. We have established targets for recruiting 
minority, beginning professionals and within these tar- 
gets we have earmarked 5 positions for the Spanish 
surnamed. 

3. We intend to uli]i2e EEO committees m the 
Southwest to work at all levels in local public school 
systems in an effort to direct Spanish surnamed people 
to Federal careers, and specifically, to BLM. 

4. We have established the following targets to be 
accomplished this employment season in these areas- 

technicians and aides.  25 positions; clerica!-15 posi- 
tions. 

5. Although we do not yet have a system for 
identifying minorities within our emergency work force, 
such as fire fighters, we are continuing our program for 
seeking out, organizing, and training emergency fire- 
filling crews which have in the past and will continue 
to include a large number of Spanish surnamed. 

In conclusion, these goals for hiring in the profes- 
sional, technical, and clerical areas are approaching 
the population percentages of the Spanish surnamed 
within the states where our work force is located. 
One of our major objectives is to reach or exceed 
those population percentages. 

Bureau of Mines. Remarks of Stanley Weis, Assistant 
Director, Administration: 

Although this confer- 
ence is concerned about 
the employment of 
Spanish-surnamed in a five 
state area, the Bureau of 
Mines is going to concen- 
trate its recruiting efforts 
in the Denver area. This is 
because of the small and/ 
or static workforce in 
Arizona (11 employees). 
New Mexico (5 employ- 
ees), California (30 em- 
ployees) and the helium 
activity in Texas, 

Taking mto consideration our current and anticipated 
staffing needs, the majority of positions will be in the 
clerical and technician areas. There will be a limited 
number of positions in a professional field. The positions 
for technicians and professionals will be located within 
our Health and Safety activity, while the clerical jobs 
will be throughout the Western Administrative Office. 

As a result of the Federal Coal Mine Health and 
Safety Act of 1969, the Bureau has been given addi- 
tional responsibilities. This has led to the establishment 
of new positions and programs: 

1. Education Specialist 
2. Mine Inspector Trainee (GS-5 and 7) 
3. Engineering Technician (GSl thru 4) 
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The Educational Specialist will provide training to the 
mining industry in the areas of fust aid. mine rescue. 
safety, etc. Positions require FSEE ehgibility with an 
education background. 

Federal Mine Inspector-entry level GS-9. The written 
test is abolished and supervisory experience is not 
mandatory. 

Mine Inspector Trainee was designed to reach those 
applicants who do not have five years of mining 
experience as required for the normal entry into the 
mine inspection workforce as a grade GS-9. The mini- 
mum requirement for these positions is three years of 
mining experience or a college degree. 

Engineering Technicians will assist inspectors and 
laboratory personnel. The actual duties assigned will be 
dependent upon the grade at which hired. Ttirou^ a 
combination of work experience and training, these 
employees will have the opportunity to become mine 
inspector trainees. 

The applicants that we will recruit for the clerical 
positions will be in grades OS-1 through GS-3. 

Tu date, out major recruitment effort directed at 
Spanish-surnamed community has been for Federal coal 
mine inspectors. We have sent recruiting teams into 
those minmg regions such as Trinidad. Colorado, and 
Raton. New Mexico, to seek out applicants. Those 
persons contacted by the teams have since been sent 
letters informing them of new application procedures. 
The assistance of Chuck Gomez. Civil Service Com- 
mission EEO representative, was utilized. In addition, 
ads were placed in the Spanish newspapers and tapes 
have been provided to Spanish radio stations. 

We are in the process of sending representatives from 
the Bureau to organizations such as the Latin American 
Research and Services Agency and the Hispano Youth 
Congress, seeking their assistance in the referral of 
Spanish-surnamed applicants and providing information 
and assistance concerning Federal employment. As part 
of our program, we are inviting officials of these 
organizations to the Federal Center to meet Bureau 
managers and receive an orientation concerning the 
mission and function of the Bureau and lo get a better 
understanding of the types of positions which we have. 

We are also taking a look at the personnel currently 
on the rolls with the intent of using tools such as job 
redesign and upward mobility to increase employment 
stature of our Spanish-surnamed employees. 

Nitioiul Park Service. Renurks of Luis A. Gastellum. 
Chief, Office of Operations Evaluation. Southwest 
Regional Office. 

The National Park Service is committed (o: 

1. Hold conferences 
with superintendents and 
other key staff to foster 
understanding and support 
for the employment of 
minority group members. 

2. Develop, through 
selective use of regional 
staff and superintendents, 
positive contacts with 
Spanish and other minor- 
ity leaders at schools of 
higher learning, and with 
cultural Spanish organiza- 
tions to assist the South- 

west Region in recruiting the kind and quality of special 
candidates that the Service requires. 

^. Recruit a Personnel Specialist in the Southwest 
Regional Office to give special attention to contacts with 
colleges and minority group organizations to ensure a 
steady fiow of candidates for employment as vacancies 
develop. 

4. Identify at least one position in each area in the 
Southwest Region in the Management Specialist or 
Public Contact Technician category, and proceed to 
recruit minority candidates, so that eventually minority 
group members can be represented in all levels of the 
organization. 

Fill at least 20 percent of these the first year. 

(There are 58 areas in the Region.) 

5. Identify appropriate Park Aid. Guide, and other 
entry level public contact vacancies, and fill them with 
disadvanlaged indigenous minorities with above average 
potential for advancement. 

6. Recruit teachers in summer positions who have 
regular working experience with Spanish-speaking stu- 
dents, so that such seasonal instructors can serve as a 
future source in recruiting for the Service. 

IS 
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7. Staff information and (;ultural interpretation out- 
lets with indigenous minorities. 

8. Foster Indian and Spanisti-Amertcan arts and 
crafts demonstrations and folk art presentations. 

9. identify under-utilized, disadvaniaged, and minor- 
ity employees; and provide intensive training for their 
upward mobility. 

Bureau of Reclamation. Statement by Assistant Com- 
missioner Wilbur P Kane: 

Examples of the Types of Activities Planned by 
Reclamation Offices to Increase Opportuoities for the 
Spanish-Sumamed 

1. Our B & R Center 
located here in Denver has 
reviewed its staffing re- 
quirements in Its personnel 
office and has identified at 
least 2 impending retire- 
ments within the next year 
or so. In view of this and 
to provide continuity of 
trained staff to service the 
organization, this office 
wit) aggressively seek out a 
Spanish-surnamed candi- 
date for this position. 
Plans have been made to 

visit colleges and universities in the area, utilize the 
Management Intern and Federal Service Entrance Exami- 
nation lilting, and contact other Reclamation offices in 
an effort to locate a well-qualified candidate. 

2. Our office m Sacramento has, for several months, 
been recruiting for a minority group person to fill the 
position of Personnel Trainee. Contacts have been made 
with several sourcei, including universities, minority 
organizations, and the Civil Service Commission request- 
ing referrals of qualified applicants. Several persons have 
been inierviewed. including those of Spanish surname, 
but thus far there has been no success in obtaining 
certification of candidates from FSEE register. Efforts in 
this area are continuing. 

3. Our Amarillo, Texas, regional office has initialed a 
plan to develop a Spanish-surnamed fiscal technician for 
movement into the professional accounting series. Fur- 
ther advancement in that series will involve the establish- 
ment of a career development plan for the employee 
which will incorporate a target position, training assign- 
ments both on and off the job. and other developmental 
activities which are aimed toward enabling the employee 

to obtain the necessary qualifications for advancement 
into professional accounting. 

4. Our office in Sail Lake City, which has jurisdic- 
tion over the Colorado River Storage Project Office, has 
made plans to select Spanish-surnamed candidates from 
the Civil Service register for apprentice jobs in the power 
operation and maintenance field as future vacancies 
occur in the project. 

5. Several of our field offices have made plans to 
identify Spanish-surnamed and other minority employ- 
ees who do not have at least a high school education and 
to assist them in arranging to take necessary courses or 
to take the higli school equivalency examination. 

Bureau  of Sport  Fisheries and  Wildlife.   Remarks of 
Assistant Director Samuel Benjamin: 

As the Equal Oppor- 
tunity Officer of the 
Bureau of Sport Fisheries 
and Wildlife I am par- 
ticularly pleased with this 
opportunity. The response 
of our Bureau and fleld 
organizations to this pro- 
gram is attested to by our 
large turnout to today's 
conference. I look upon 
this as responsive to a re- 
newed commitment by (he 
Federal Government to 
the principles of equal 

opportunity for alt and certainly to the goats and 
objectives which have been discussed in today's con- 
ference directed toward the Spanish surnamed. 

Preparation for the conference, which involved the 
collection and analysis of employment data, required 
that we take a good hard look at our present employ- 
ment situation as it specifically relates to employment 
and career opportunities for the Spanish surnamed. 

Our present record, frankly, needs stimulation. Thii 
shall be done, and steps will be taken to improve our 
present employment picture for Spanish-surnamed 
people. Our total Bureau full-time employment in the 
five state area is 677 full-time employees. Only 45 of 
these are Spanish surnamed and only three «re iii 
professional occupations. 

We have compiled and distributed detailed statistics 
to Bureau manageis and our participants here and these 
will serve as a basis for formulating a constructive and 
workable program and to maintain followup action. 

Already we have on the drawing board plans for 
recruitment   of  ten   additional  Spanish-surnamed  em- 
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ployees. This will give us an increase exceeding 20^-- Of 
these, six are scheduled for professional positions which 
more Ihan doubles our present protessional on-board 
number. 

The statistics I gave you reflect only full-time 
employment. Wc have not accounted here for the 
significant number of part-time and interniiticnt em- 
ployees on board. Employments m these categories arc 
significant, however, from the standpoint that some of 
these employees will be converted to career appoint- 
ments as ceilfhg spaces become available. 

The Bureau's career opportunity program makes 
Special provision for training and developing mmority 
employees for advancement within the Bureau. Several 
of our Spanish-surnamed employees have advanced 
upward in the Bureau under this program. 

A revised positive action plan is being developed in 
the Bureau which will include a comprehensive study of 
the numerous existing special programs and authorities 
available to us which are geared to the employment and 
uplift of minority employees. In the western area, 
special emphasis within these programs will be given to 
the Spanish surnamed. This information will be com- 
piled into a readily usable source reference for use 
particularly by line people, Wc recommend Depart- 
mental use of this concept. 

In addition to the new Public Service Careers Pro- 
gram, we plan lo make increased use of the Work-Study 
Program established under the Vocational Education 
Act. This program is administered by the Board of 
Education, or equivalent local organization. We believe 
we can make increased use of the Neighborhood Youth 
Corps as well as our own Job Corps Conservation Center 
enrollees to enhance employment opportunities. Our 
summer program will emphasize attracting Spanish- 
surnamed candidates. We are establishing a Youth 
Conservation Camp at our retuge in San Benito, Texas, 
during the summer of 1971. We anticipate a reasonable 
number of enrollees with Spanish surnames as well as 
staff personnel in this new program. 

Emphasis in professional employment of the Spanish 
surnamed will be pursued by exploring cooperative 
work-study agreements with colleges and universities 
with strong Spanish-surnamed enrollments. 

In summary we will utilize all possible avenues to 
advance the employment and career development of the 
Spanish surnamed through contacts with colleges and 
high schools, vigorous recruitment actions, and close 
attention to identifying training needs of present em- 
ployees. I say this with cognizance of our employment 
restrictions and budgetary problems. 

Another step we are taking in revising our positive 
action plan involves the reemphasizing of line manage- 

ment's responsibility for an active and vigorous role in 
the total equal opportunity program. We feel it is vital 
that line supervisors regard their role as the most 
significant action level in the organization. It is at this 
level that much of the action must be originated if wc 
are to develop and implement a fully successful program. 

Tliere is much to be accomplished and wc are 
cognizant of this. We have identified several specific 
actions for immediate attention and arc committing 
ourselves to a positive action plan which will bring about 
needed improvements in our program. 

Geological Survey. Renurks of Assistant Director W. F 
McComack: 

Qln preparation for this 
discussion. I welcomed 
Paul l.orentzen's geo- 
graphic analysis of em- 
ployment statistics. In 
fact, it became relatively 
easy to recognize, after 
studying his analysis, 
where the Survey should 
concentrate its efforts. Ob- 
viously. Survey has the 
greater number of jobs re- 
quiring technicians and 
clerical skills at three loca- 
tions within the five state 

area studied, namely. Denver, Menio Park, and Sacra- 
mento, in that order. A further analysis provides the 
following: 

Denver: 45 out of an overall total of 1371 employees 
and 14 out of a total of 413 technician/aid employees 
are Spanish surnamed individuals. This is a percentage 
Spanish surnamed of 3.3'r and 3 1% respectively. When 
one considers that the population of Denver is 11% 
Spanish surnamed. it is evident that there is room for 
major improvement here. It has been our expenence that 
recruiting or interviewing carried out on a face-lo-face 
basis by persons who themselves are Spanish surnamed is 
of major benefit Recently, a Spanish-surnamed person- 
nel placement technician has been employed in Denver 
which will permit greater stress to be placed on the use 
of this technique. 

Mcnlo Park; The situation in MenIo Park is rather 
different than it is in Denver. Tlierc is no good source of 
Spanish-surnamed persims reasonably close to MenIo 
Park. This is clearly established when one looks at our 
employment rate of Spanish surnamed. i.e. 1.5%. 
Historically, those Spanish surnamed who have been 
hired have normally come from the San Jose area which 
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IS about 30 miles away. We have hired from this area but 
the retention problem is difficult because of Iransporia- 
tion expense. In addition, with a built-in supply of 
relatively unskilled negroes adjoining Menlo Park, our 
total requirements to fill unstcilled job vacancies in lower 
level technician and clerical jobs can be easily met from 
local sources. So, a major par! of the problem becomes 
one of priorities as between Spanish surnamed and 
blacks. 

Sacramento: Out of 60 total employees in our 
Sacramento office, none is Spanish surnamed. Even 
realizing that a majority of these positions are profes- 
sional, it does appear that it should be possible lu fill 
several lower level technician and/or clerical positions by 

Spanish surnamed mdividuals. We have not yet com- 
pleted our review lo determine exactly what should be 
done lo improve our position in Sacramento. 

In summary, we feel that the major problem is to hire 
additional Spanish-surnamcd employees, particularly at 
the three locations named above. We feel thai this can be 
done and it will be a major emphasis m our recruitment 
plans for the next six months or so. Wc further feel that 
we already have the machinery through our upward 
mobility program to do a better job of retraining and 
developmg all lower skilled employees, including blacks 
and Spanish surnamed. But if you don't gel the Spanish 
surnamed on the rolls-wc can't very well increase their 
upward mobility. 

BUREAU COMMITMENTS IN SUMMARY 

In summary, Bureaus have made the fullowing com- 
mitments: 

1. Establish quantitative goals for the employment of 
the Spanish surnamed which wilt reach or exceed their 
percentage of the population. 

2. Establish close working relationsltips with the 
predominately nunority educational institutions (e.g. 
New Mexico State University) lo assist them in qualify- 
ing their students for Federal employment. 

3. Develop ongoing relationships with the Spanisli 
surnamed organizations and schools, soliciting their 
cooperation and assistance tn the referral of qualified 
nunorily applicants for employment. 

4. Identify specific occupational categories in the 
management assistant or public contact area, and recruit 
minority candidates for such positions in the Southwest 
Regiun. Establisli a time frame for the fiUing of positions 
identified. 

5. Recruit and hire teachers of the Spanish surnamed 
for summer positions, and cultivate them as recruitment 
sources. 

6. Revise affirmative action plans to provide for the 
training of line managers and supervisors, re: their 
responsibihties and the special programs available for 
their use in implementing an effective EEO program. 

7. Identify the underutilized and disadvantaged 
employees and provide the tiaming necessary for their 
development to full potential. 
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CLOSING REMARKS 

ttTiere, afler a day of 
ineeiing and discussiun. 
did ihe Department stanJ*^ 
NEWELL B. TERRY, the 
Deparlmenl's Director of 
Personnel, summed up the 
conference and its effect. 

Mr. Terry: 

Wc are living in a world 
of change. We have been 
for the last 150 years. The 
rate of change is accelerat- 
mg. Many examples in the 
scientific world could be 

given to illustrate this. 
In this country and the world, wc are also ex- 

periencing great social changes. And Ihe rate of social 
change is accelerating. 

It was only a dozen or so years ago that a substantial 
career official of the Interior Department said to me that 
one reason he liked to work for Interior was that it was 
practically all white. 

Tlie thing that startles me as 1 look back on that 
incident is that 1 was not nearly as shocked to hear it 
expressed as a plulosophy as I would be today. So I must 
confess that my own opinions and feelings have been 
changed and cnligtitcned. 

And I suspect that most of you. if you arc honest 
with yourselves, will admit also to changes in your 
attitude toward the social problems facing this country. 
It not. I d()ubt you have grown much-and if you are not 
growing, you are dying. 

I have plenty of evidence that there have been 
changes throughout this Department. I have watched 
this change take place through the years. 1 suspect a 
great deal of this change is the result of people like Ed 
Shelton and Ruth Graham, to Personnel Officers, to 
bureau heads, to regional directors, to field managers, to 
supervisors at all levels who understand and are sincerely 
dedicated to the proposition that the mission of the 
Federal Government is not limited to the basic programs 
wc carry out so well-running the parks, building the 
dams, scientific research, protection of the environment, 
education of Indians. 

The mission of the Federal Government is also to 
effect social change for the betterment of all our 
pcople-and one important way of doing that is by 
providing employment opportunities to those who have 
heretofore been denied such opportunities. And that, in 
simple terms, is what we have been talking about today. 

In the view of the disadvantaged peoples, we have not 
done enough. And on that score, we have to agree with 
them. Our purpose today has been to place especial 
emphasis on one group of people-the Spanish surnamed 
or Spanish speaking segment of our population. This 
doesn't mean they are the only ones we are concerned 
about. But they could well lay claim to the argument 
that they are the most neglected. This is. indeed, the 
first time we have mounted a strong special effort in 
their behalf. 

In doing so, we are following Presidential and 
Administration policy. President Nixon has clearly 
enunciated this policy and set forth his objectives in the 
16-point program which has been refened to many 
times here today. 

But lasting Presidential policy is sometimes hard to 
come by. At least five presidents prior to the present one 
have said they wanted to reduce or eliminate discrimina- 
tion. 

They did not accomplish it, and we will not be able 
to accomplish it completely in this administration or in 
the forseeable future. But like an awful lot of personnel 
problems, a great deal of good can come from working 
at it-sincerely. intensively, and with a true desire to 
solve it as much as we can. 

The present conference is one of many evidences of 
the Department's sincere desire to work at this problem 
with vigor, Ed Shelton is the kind of a guy who's willing 
to talk about a problem until it becomes apparent that 
talking is no longer the answer. Then he wants to see 
some action and some results. He's a kind of Billy 
Sunday type of evangelist. He preaches for a while, then 
he invites the congregation to hit the sawdust trail—to 
make a personal commitment. 

So that's what we've tried to do. We've asked each 
bureau represented at this conference to examine and 
analyze the facts, to study what can be done, and report 
the results of those deliberations back to the conference. 

And that has happened. My own guess is that your 
estimates of what can be done are conservative. I think 
you'll do even better than you said. 

Of course, we all know you've got budget problems 
and ceiling problems and skills problems and training 
problems, and a host of other problems. And we don't 
want to be unreasonable about them. What is needed, 
and what I think we've seen adequate evidence of today. 
is a sincere desire on your part to do your job as you see 
it and as it has been shown to you. For if you really 
believe in what you are doing and m the importance of 
your role in carrying out this important program of the 
Government for which we all woik, I'm quite willing to 
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!rusi in your own ingenuity and compeicnce to see Ihat 
things will b« significantly better than they are. 

We all know that this is not the only special interest 
program. We had a dramatic demonstration this morning 
and this afternoon of the intensity of feeling nf certain 
other groups who musi be listed as among our most 
disadvaniaged peoples. They are all trying to catch up. 
And we who happen to have been born more fortunate, 
whose opportunities have come much easier, and who 
now find ourselves in relatively comfortable positions. 
cannot afford for the sake of our own consciences to be 
a parl of the barrier that they must overcome. 

We cannot do i( alone; private industry cannot do it 
alone, and they cannot succeed without help. As Mr. 
Lucero said this morning, "We must do it together." 
And do it we shall, because the alternative is too 
dreadful to contemplate. 

Where do we stand? A story, which may or may not 
be true, is told of Prime Minister Churchill. The Prime 
Minister, it is said, was visited by a delegation of 
temperance ladies who came lo complain about Mr. 
Churchill's consumption of brandy. 

One little old lady addressed Mr. Churchill and 
declared. "Wliy Mr. Prime Minister, if all the brandy that 
you drank in a year was poured into this room, ti would 
come up lo here," Mr. Churchill looked solemnly at the 
floor, and then at the ceihng and then at the little lady's 

hand stiniewhcre at the midway mark. Tlien he mut- 
tered. "So little done; so much yel to do!" 

So that's where stand. We have done so little, and 
there is so much yet to do. 

I would like to express our appreciation for your 
attendance at this confercnce-particularly to those of 
you who work m what we in Washington call "the 
field." 

Come to think of it, "the field" Is a fairly appropriate 
expression, It indicates that we know you are where the 
real work of the Department is done. Without your 
energies, your dedication, your understanding, and your 
support, neithci the Secretary nor anyone else in 
Waslungton can do anything. 

Your presence and participation in this conference 
give us great comfort. Whenever I come into contact 
with the people who work in and for the Department of 
the Interior. I come away with renewed confidence and 
renewed pride in the Department with which I am most 
fortunate to be associated. 

I passed my sixteenth anniversary with this Depart- 
ment last week. They have been the most rewarding and 
satisfying years of my life I would like to share those 
rewarding and satisfying experiences with as many 
people as I can. 

And to that end and that purpose, may we all 
rcdedicaie ourselves. 

20 
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APPENDIX I 

THE PRESIDENrS SIXTEEN POINT PROGRAM 
DIRECTED TO THE CIVIL SERVICE COMMISSION 

FOR EMPLOYMENT OF 
SPANISH-SURNAMED AMERICANS 

1. Appoint 3 full-lime official in the Civil Service 
Commission who will provide advice and assistance on 
matters relating to Spanish-surnamcd population to 
assure full application of the EEC program in all Federal 
agencies to this group. 

2. Begin an iniensificd drive to recruit Spanish- 
surnamcd persons, particularly for identified public 
contact positions, in areas of heavy Spanish-speaking 
population, including the Southwestern stales and in 
Chicago. Detroit, and New York, and certain other 
major metropolitan areas. 

3. Use specialized recruitment teams, to include 
Spanish-speaking persons, for college recruitment, par- 
ticularly at colleges with heavy Spanish-speaking enroll- 
ments. 

4. Begin work immedialely with OEO. DHEW, HUD. 
Labor to find ways lo enhance opporiunilics a', all levels 
for Spanish-surnamed Americans in programs dealing 
with the Spanish-speaking population as well as in other 
programs and in key occupations 

5. Step up recruitment for Cooperative Education 
Program al colleges with significant numbers of Spanish- 
speaking students to permit entry from FSEE registers 
without necessity of written examination. 

6. Emphasize to Federal agencies availability of 
selective placemen! on bilingual basis so Spanish' 
speakmg persons may be reached for appointment to 
positions dealing with the Spanish-surnamcd population. 

7. Hold an EEO conference of Federal managers and 
equal opportunity officials in the Southwest designed to 
assure equal opportunity for Spanish-speaking persons in 
employment and upward mobility in Federal agencies. 

8. Develop plans for Federal agencies under CSC area 
office leadership to work with high schools in Spanish 
speaking areas to make known job opportunities in the 

Federal Govemmenl and lo counsel and to encourage 
students to stay in school. 

9. Hire for summer employment in Federal agencies 
high school and college teachers fiom schools serving 
Spanish-speaking students to give them understanding of 
the Federal Government which they can relate to 
students. 

10. Make special effort to inform Spanish-surnamed 
veterans of availability of non-competitive appointments 
for Vietnam Area Veterans including GS-5 level. 

11. Require Federal agencies to review their EEO 
action plans and minority employment figures and make 
any ncccssarj' revisions to assure the full applicability of 
the plans to Spanish-surnamcd populalion. 

12. Review with agencies staffing of EEO program lo 
make sure that there is understanding in the program of 
the special problems of the Spanish-speaking. 

13. Provide additional training programs on EEO and 
personnel management for Federal managers in areas of 
Spanish-speaking population. 

14. With the Department of Labor, explore the 
feasibility of establishing an Intergovernmental Training 
Facility for upward mobility and skills training for 
Federal, state and loc^ careers in the Southwest, 
probably in San Antonio. 

15. Collect necessary data and broaden analysis of 
minority statistics to bring out special information 
relating to employment and upward mobility of 
Spanish-surnamcd persons in the Federal Government. 

16. Require EEO reports from agencies to reflect 
special information on Spanish-surnamed persons and 
include m the CSC agenda for EEO evaluation questions 
directed al particular problems relating lo employment 
and upward mobility of Spanish-surnamed persons. 

21 



159 

APPENDIX II 
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OCCUPATIONAL and GRADE 
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EXHIBIT 2 

Department of the Interior EEO Conference 

1973 

Equal Opportunity for all- 
Management's Challenge NOW 

March 21-23,1973 

Washingtonian Motel & Coui *ry Club 

Gaithersburg, Maryland 
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The Secretary of the Interior 

**. ..The goals you set for strengthening and upgrading human 
resources in your own bureau or office should have no less concen- 
trated effort and determination than the goals set to meet the crisis 
involving our Nation's natural resources." 

RogersC. B.Morton 
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INTRODUCTION 

On March 21 thru 23. 197.^. top managers, personnel officers, equal employment 
opporiunity olficen. and federal women's program coordinators from bureau head- 
quarters and field insiallations throughout the nation mci in Gaiihcrsburg. Maryland, for 
the first major EEO conference in the Department of Ihc Interior since 1*^6.1. 

The conference fiKUsed on new trends in equal employment opportunity as a result 
of passage of the EEO Act of I*)72. and other significant happenings as the result of court 
actions. 

In addition to the mandates of Executive Order 11478. equal employment 
opportunity in the Federal Government now has a clear and positive statutory charier. 
Managers participated in two full days of sessions discussing with Departmental and Civil 
Service Commission officials their role in this new EEO era. Personnel officers. EEO 
officers and Federal Women's Program coordinators were continued in sessions for a third 
day to develop measures thai would ensure the fulfillmeni of management's role. 

Regislerinj; Conference participjnts were from Icfl. \;ir>jean Kogon, MB.M, 
Jo Ann Td>lor. OtO. Anne Kirb>, MBM. jnd Mar> Dono\an. OEO. 
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OPENING 

The Conference was opened officially by a message 
from the Sccrciary of the Interior who was noi able to 
attend in person due lo illness. 

In remark?, prciinunar> to the opening. Mr. Edward E. 
!5heIion. Conference General Chairman, established con- 
ference objectives and goals of the various sessions and 
spe»,i3l workshops. Mr. Shclton expressed his hope and 
anticipation for the development of the best results- 
oriented affirmative action program ever devised as the 
major outcome of this conference. He expressed, fur- 
ther, thai he expected the firm commitment trom each 
manager present to implemeni efteclively every aspect 
of the affirmative action program. 

EdVTitd l\ Slictton 
Conference Ckncr.il Cluunun 

ftO Conftrt-ncc General Assembly 
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THE SECRETARY'S MESSAGE 

Royston Hu^es delivers 
the Secictary't Message 

On the first of this month, President Nixon sent a mcssa^ 
to the congress devoted entirely to human resources. In it he 
wrote: 

"America's greatness will endure in the future only if our 
institutions continually rededicatc themselves to saying yes to the 
people-yes to human needs and aspirations, yes to democracy 
and the consent of the governed, yes to equal opportunity and 
unlimited horizons of achievement for every American." 

Wc are fortunate to live in an era in which these principles 
are an integral part of the commitment in government and among 
our people to human riglits. and human justice. Today these 
principles are not only a precious part of our national heritage, 
but a dictum for action that all Americans must t'ollow if we are 
going to be a people that is truly free. 

Wliile we have the spirit of justice and the dictate of law to 
guide us. we can only achieve tme opportunity when the 
attitudes and actions of our people reflect human values. 

As the managers of our nation's natural resources wc 
cannot-and wc must not-overlook the needs of our fcllowinan. 
It is imperative that, as we move towards achieving equal 

opportunity vithin our department, we must not lose sight of the fact that discrimination not only has a human 
cost-it represents the underutili/ation of manpower resources. 

I believe that the department's "affirmative action program" captures the spirit and intent of our civil and 
human riglits laws and that wc have made sweeping progress lo achieve not only our natural resources goals-but our 
human goals as well. These accomplishments, however, are the outcome not just of a commitment on the part of our 
entire management team- but ihc result of the selfless dedication of people like Edward Shclton. the Director of the 
Office for Equal Opportunity and his capable staff, espwcially Ms. Ruth Graham. Nevertheless, there is still much to 
do. 

While there are few remaining legal obstacles to equal opportunity and 1 mention this because the President has 
placed 3 higli priority on the ratification of the Equal Riglits Amendment to the Constitution so that American 
women may never again be denied equal opportunity-there are continuing economic and social needs to carry our 
laws to the daily lives of our people. 

While the administration has provided massive increases for Civil Rights and Equal Opportunity in the FY 1974 
budget-$3 binion-3-1/2 times more than in 1969, some Americans still face difficulty in jobs, in housing, and in 
education. 

I believe that our efforts within the Department of Interior are succeeding to provide equal oppotunity forali 
members of the department. We have made a vigorous effort to recruit women. Blacks. Indians and other minorities 
for key positions within the department. More important, however, we have made a genuine effort to promote and 
upgrade members of minority groups within the department itself. 

While each of our bureaus has a full-time equal opportunity officer reporting directly to the bureau head and we 
have a similar system in the field-we have also designated lull-time federal women's program coordinators lo assure 
that our overall F-EO efforts represent all our people. 

Our talent bank has already provided the department with capable professionals who might otherwise have not 
had the visibility to be considered and appointed to key positions within Interior. 

I am proud to say that over half of my special assistants are women: 
- Miss Wilma Victor, who coordinates Indian Affairs. 
- Miss Shirley Kyle, who coordinates District of Columbia Affairs. 
- and, Miss Pamela Coe. who directs Cultural Affairs Activities within the depariment. 
I am unhappy to say that we have not done as well at the bureau level. Last year we established a goal placing 

50 women in the grades of GS-l.l and above. Unfortunately, we only placed 21. W^lilc this certainly marks 
pTogress-we must do better. 
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While I believe wc must devote greater recruiting efforts to fill our mid-level and executive management 
positions with women and other minorities, I also maintam that uur bureau directors and section heads must place 
just as great an emphasis on looking withm the dcpartmcni for men and women who can fill these positions-who 
already know the department-and who can continue to make an even greater contribution to the Interior in a more 
challenging and responsible job. 

1 would like to make a final point regarding Indian Rights. 
Today. Amenca's Indians are at the threshold of a new era of self-determination that can turn around their 

centur>- and a half of frusirarion and paternalism at the hand of the federal government. While I believe that the 
President's philosophy of "self-determination" responds to Indian needs because it provides our first citizens with 

- cultural integrity 
- the freedom of choice on his personal patterns of living 
- and, most important, human dignity 

I also feel that the greatest strength in our policy is that it is predicated on the belief that the American vision—and 
the American character is built upon individual responsibility and individual decisions. Human freedom is not based 
on anarchy. Human freedom, instead, is the result of the preservation of individual rights and opportunities for 
individual choices. That is what the American Indian has asked for, and thai is what we are seeking to provide htm. 

As our efforts in equal opportunity move forward during this next year let us keep in mind those principles. 
As President Nixon said, '7/HV shirk our individual responsihility. the American Dream will never be more than 

a dream. But if the people say yes to this challenge, if government says yes to the people-and if all vf us in 
Washington say no to petty quarrels and partisanship and yes to our public trust-then we can truly bring that dream 
to life for al! Americans in the new day of peace that is dawning. " 
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KEYNOTE ADDRESS 

by Honorable Leonard Garment 
Special Consultant to the President 

Lconaid Gurnvnt 

What I would like to do is use this occasion lo discuss 
a policy position in an important EEO area, namely the 
federal government's developing relationship ^^^th State 
and local governments in making sure that the latter 
bring their own personnel systems up to the EEO 
standards required by law. 

What I am going to say represents somelliing more 
llian a casual statement of my personal views. It is based 
on an agreement worked out with care among represent- 
atives of the various Executive Branch agencies which 
have responsibility in this area. Inevitably, the more 
authoritative a statement is. the duller it is-and while 1 
will try to minimize this problem. I hope you will 
recognize that it is unavoidablc. 

The Federal Government is involved with State and 
local governmental personnel systems in a number of 
ways. 

First, the new amendments to Title VII of the Civil 
Rights Act, known as the Equal Employment Opportu- 
nity Act of 1972. give the EEOC and ihe Depariment of 
Justice new enforcement responsibilities for eliminating 
discriminatory employment practices among State and 
local governments, including authority for the EEOC to 
seek Court enforcement of its decisions and authority 
for the Department of Justice to bring civil actions 
against State or local governments. 

Second, under the Intergovernmental Personnel Act. 
the Civil Service Commission assists State and local 
governments: for instance the Commission gjves grants 

to improve testing and selection procedures. One of the 
Commission's objectives in this assistance is to help 
ensure nondiscrimination in the various State and local 
personnel systems. 

Third, the federal government pays the expenses of 
some State and local service-delivery systems, e.g. the 
U.S. Employment Service, in which the local workers 
remain local, rather than federal, employees. Regulations 
under these laws require that such local systems be 
operated on a non-discriminatory basis. 

Fourth, state and local governmental units, fnsofar as 
they may be contractors with the federal government, 
are covered by Executive Order number 11246. which 
forbids discrimination on the part of the federal con- 
tractors. 

We thus have four separate government agencies- 
EEOC, the Civil Service Commission, Justice and 
Labor-directly involved in advising (or in some cases 
instructing) State and local governments as to how lo 
discharge their legal responsibilities to ensure nondis- 
crimination in their personnel systems. When it is a 
matter of arguing cases in court or drafting consent 
decrees-as frequently occur?-the Department of Justice 
must speak for the entire Federal Executive Branch in 
defining what are acceptable or unacceptable remedies 
on the part of State or local governments which have 
been delinquent in their equal opportunity responsi- 
bilities. 

The moment we have four different agencies which 
deal with State and local governments in the same 
operational field, we have the challenge of making sure 
that each of the four follows the same policies and 
guidelines as to proper and improper ways to move from 
a discriminatory to a nondiscriminatory personnel svs- 
Icm. Nothing is more frustraring to State and local 
officials than to get conflicting "signals" and advice 
from different sources in the Federal Executive Branch. 
Every reasonable effort must be made in this particularly 
complex and sensitive area to avoid multiple interpreta- 
tions and ihe ensuing confusion. 

The policies I am about to discuss reflect an attempt 
at a unified approach on the part of the four Federal 
agencies just mentioned. 

All four agencies agree that there is no conflict 
between a true merit selection system and equal employ- 
ment opportunity laws-because each requires nondis- 
crimination in selection, hiring, promotion, transfer and 
layoff, and each requires that such decisions be based 
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upon (he person's individual iibiliiy and lucrii. not on 
the basis of rai^e. color, naiional origin, religion or sev. 

All tour agencies recogni/c ihai goals and limetablcs 
are appropriate as a device lo help measure progress in 
remedying discrinunaiion. Furthermore, all four agencies 
recognize the basic disimciions between penni-isible 
goals on the one hand and inipernussible quotas on the 
other. Let mc elaborate on these points ol agreement 
spccirtcaliy. 

In the employment context, a quota would mean the 
application ol a tlxcd number or percentage ot persons 
of a certain group thai would have to be hired; the 
crucial con^ideraiitm would be whether the mandatory 
numbers of persons had in fact been hired or promoted. 
The fixed number would have been derived Iroin the 
population in ihc area or some other numerical base, 
regardles). oi the number of vacancies or the number of 
potential applicants who would meet necess;iry qualilka- 
tions. If the employer failed lo meet the fixed require- 
ment, he would be subject to sanction. It would be no 
defense, under a quota arrangement, for the employer to 
argue that the quota may have been unrealistic to start 
with, that there were insufficient vacancies or thai there 
were not enough qualified applicants available ailiiough 
he tried in good faith to obtain them througli appropri- 
ate recruitment methods. 

A goal, on the other hand, is a numerical objective, 
fixed realistically in terms of the number of vacancies 
expected, and the number of qualified applicants avail- 
able in the relevant job market assuming affirmative 
recruitment efforts. An employer is not expected to 
displace existing employees or hire unnccdcd ot unquali- 
fied applicants to meet a goal. If the employer has 
demonstrated a good faith effort in advertising and 
recruiting ehgibles under an affirmalivc action program, 
but still cannot find enuu^i qualified applicants tu meet 
his goal, he is not subject to sanction. 

Under a system of goals, therefore, an employer is 
not required to liire a person who docs not have 
qualifications needed lo perform the job successfully, an 
employer is not required to lure an unqualified person in 
preference to another applicant who is qualified, an 
employer is not required to hire a less qualified person in 
preference to a belter qualified person, provided that the 
qualifications used to make such relative jud^nents 
realistically measure the person's ability to do either the 
job in question, or other jobs to which he is likely to 
progress. Tfic terms "less qualified" and "better quaU- 
fied" as used here are not intended to distinguish among 
persons who are substantially equally well qualified in 
terms of being able lo perform the job successfully. 

Unlike quotas, therefore, which call for a preference 
for the unqualified over the qualified, or of the less 
qualified over the better qualified to meet whatever is 

the numerical requirement, a goal tccogni/es ihal per- 
sons are judged on individual ability, and iherclorc the 
setting and fulfilling of goals is consistent with the 
principles o\' mem hiring. 

In sum. goals, timetables and affirmative action 
programs are a process desired (o work toward the 
elinunaiion of discrimination by breaking down barriers 
o\ habit, altitude and training which prevent the 
rccogriilion of individual merit. Quota systems, on the 
other hand, can actually compound discrimination by 
establishing arbitrjr> numbers that take no account of 
individual merit. Under the quota system, the individual 
qualities of particular employees virtually disappear, 
what counts arc those atinbuies which the employee 
happens to share with some larger group even though 
these allributcs are unrelated to the work in question. 

Making all these distinctions work in practice is 
bound lo be delicate and a dit'ficult task. Dissatisfaction 
with particular applications by one side or the other is 
ineviiable. Tliis is the case with most of (he important 
questions of pubhc administration in our complex 
society. Determining just what constitutes good failh, 
for example, can be a subtle process involving highly 
subjective considerations and difficult questions of fact. 
But each day adminislrauve officials must make thou- 
sands of controversial judgments concerning other highly 
discretionary areas of social policy. 

In the absence of sensitive administration, affirmative 
action plans can quickly be iransfonned into dc facfo 
quota systems. It is easy and tempting for those who 
enforce such plans to substitute arbitrary quanfitative 
measurements for more complex crilena in measuring 
comphance, to give undue weiglu lo proporlional 
representation in working out goals and timclablcs. and 
to allow ihe goal ot advancement for every person on 
the basis of individual merit to yield to the effort lo 
vindicate group riglits. 

Wlicn these things happen, the reaction is inevitable, 
resentment and resistance builds against the whole idea 
of affirmative action. It is seen as a sham, a semantic 
trick for disguising what turns out to be a quota system 
after all, And out goes the proverbial baby with the bath 
water. 

The President has reaffirmed his support for affirma- 
five acfion programs and his opposition lo quotas. The 
apparent deterioration of the disiinciions discussed 
above, prompted his instruction to federal officials last 
August to re-examine their procedures and to lake 
whatever remedial acfions arc necessary. What I am 
reporting on today is part of that continuing process. 

This effort is not a retreat from strong alfirmaiive 
action program^. There is no truth to the rumors which 
predict such a retreat. There is. however, every reason to 
work  to protect (rue affirmative acfion programs by 
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preventing ihoir fatal transformaiion inm dc facto quota 
systems For if thai happens, the crucially important 
strug^c for equal opportunity will inevitably be set 

bafk. Stale and local government*, must be able to fount 
on not only the senior officers of the FtOC. the Civil 

Service Commission, the Department of Labor and the 
Department oi Justice, but also each and every one of 

iliciT representatives in the field, to recogni/c and 
respcci these distinctions and to carry out the Presi- 

dent's policy in a iiniHed and consistent fashion. 
Turning now to specifics, the question is this: when a 

Stale or I<Kal personnel s\sicm has been challenged on 
grounds of discriniinaijnn involving race, color, national 
ongin. religion or sex, and has been litund by the REOC. 
the Civil Service Coinmission, the Department of Labor, 
the Department of Justice or the Courts as having in fact 
used such discriminatory practices, what arc the proper 
remedies to be souglii. either administratively or in 

Court"' 
In other words, in light of my previous general 

discussion of agreed principles relating to goats and 
quotas. lo what extent should the responsible federal 
agencies attempt to intervene and alter State and local 
governmental personnel systems' Wliat specific steps 
should they lake or argue thai Courts take in such 
interventions'' 

There are some cases where administrative agencies or 
Courts find that the patterns and practices of discrimina- 
lion have been deep and pctslstcnt. (The particular 
factual circumstances arc most importani; no case stands 
apart from the montlis and years of histtirv' of personnel 
administration in the particular State or municipality.) 

The four agencies Justice. EROC, Labor and the 
Civil Service Commission agree that if a State or local 
government's personnel system is administratively or 
judicially found to be discriminatory, that system must 

be changed and that the following remedies are appropri- 
ate means to do so: 

Fmt. where an individual person has been found to 
be the victim of an unlawlul employment practice, he or 

she sliould be gjvcn priority consideration for the next 
expected vacancy, regardless of his or her relative 
''ability ranking" at the time the new hire is made - 
because were it not for the act of discrimination, he or 
she would in fact he on the job. 

Scccnil. affirmative action pLins need to be utilized 
to fill additional available vacancies, and the key to such 
plans is often an imaginative program of advertising and 
recruitment in order to open up sources of eligible 
applicants which had simply never been souglit out 
before. 

Third, numerical goals should be uiili/cd, the Presi- 
dent having cliaracien/cd them as "an important and 

useful tool to measure progress which remedies the 
effect of past discrimination". 

Fourth, if necessary, it is appropriate for a court lo 
order an employer to make a gtv>d faith effort to meci 
the goals and timetables, and for a court lo tmptae 
hiring goals on an employer who has eng;]gcd in racial or 
ethnic exclusion or other unconstitutional or unlau'ful 
employment practices. In some job classifications, in 
which the newly hired person learns, on the job, the 
skills required, and where there is no cxienavc educa- 
tion, experience or training required as prcrequisiie to 
successful job performance, mans applicants will posse^s 
the necessar> basic qualifications to perform the job. 

While determinations of relative abihiy should be made 
to accord with required merit principles, an employer 
should be expected lo meet the goals if there is an 
adequate pool of qualified applicants trom the group 
formerly discriminated against Ironi which to make 
selections. If the employer in these circumstances doe* 
not meet the goal, he has the burden to justify his 
failure 

Fifth, the lour agencies agree that in State or local 
governmental employment cases where selection pro- 

cedures arc alleged to be structured on a meni basis but 
arc in fact discriminatory, such procedures must be 
changed. The State or local government will be expected 
to devise or borrow a selection procedure which is as 
objective as possible, and is likely to be proved vabd. and 
is not likely to perpetuate the effects of past discrimina- 
tion. If the hiring gvial. referred to in step 4. is not being 
met because of this interim selection pnxedure. that 
procedure and other aspects of the affirmative action 
program wilt have to be revised and in such a way that 
the prtKcdures which are used do not raise artificial <n 
unnecessary barriers. 

Sixth, it is agreed that under any interim selection 
prtxcdurcs. it will not be fair to impose on those persons 
who have been excluded from emplo>mcnt because of 
past discrimination new tests or standards more severe 
than those u.scd by the employer in seiectine from the 
previously eligible groups, unless the new standards are 
required by business necessity, 

Ftnallv. it is agreed that administratively or through 
the courts wc will urge and we will help the state or local 
employer to develop a valid, job-related, mcnt selection 
procedure as rapidly as circumstances permit 

At the very heart of a merit system, of course, is a set 
of selection procedures which allow applicants for a nc* 
job or a better job to be objectively rated and scored- 
Once there are scores, there is a rank order "ladder" and 
merit principles demand that the rank ordering be 
respected. It is essential of course, that if such ladders 
are going to be used in that fashion, the tests or other 
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selecfion pTOcedure on which those all-imporiant scores 
are based must be devoid of discnniination with respect 
to race, color, national origin, religion or sex. In the 
words of the Supreme Court, the Civil Ri^ts Act- 

"proscribes not only overt discrimination but also 
practices that are fair in form but discnminalory m 
operation. The touchstone is business necessity. If an 
employment practice which operates to exclude 
Negroes cannot be shown to be related to job 
performance, the practice is prohibited." 

and, further, thai: 
" good intent or the absence of disciiminalory 
intent does not redeem employment procedures or 
testing mechanisms that operate as 'huili-jn head- 
winds'   for  minority groups and arc  unrelated to 

" measuring job capabiUty." 

A task to which the Civil Service Commission expects 
to give high priority is that of aiding State and local 
governments to improve all aspects of their personnel 
administration so that discrimination is eliminated from 
all their selection procedures. If it has engaged in a 
pattern of discrimination in the past, of course, the 
employer has an obligation to take affirmative steps to 
eliminate the present effects of thai discrimination. Such 
steps may include recruiting, and setting goals and 
timetables. 

When progress has been made to eradicate the effects 
of such practices, and selection procedures can be 
developed and put into effect which meet the Supreme 
Court's standard, then a true merit system exists. When 
that happens, as I said at the beginning, there is no 
conflict between a true merit system and the Civil Rights 
Act since both of them include nondiscrimination as a 
sine qua non. 

The general principles which I have discussed and the 
specific steps which the EEOC. the Civil Service Com- 
mission, the Department of Labor and the Department 
of Justice have concurred in. constitute a framework of 
reasonable certainty on which State and local govern- 
ment can rely in their developing relations with the 
Federal Government. 

Future mieragency differences will almost inevitably 
arise but these will be identified and discussed, wc hope 
State and local governments will call cases to our 
attention  where   this  process  of coordination  needs 

sharper focus and better definiiion. Althou^ the Courts 
may go further than these principles and strike out in 
directions of their own. as of today there is yet no great 
inconsistency between what the Courts have said and 
what we have spelled out here. 

With general rcvenuc-sJ\aring now a reality and *iih 
special revenue sharing bills pending tor Congressional 
consideration, the several Stales and the many 
municipalities-and we ourselves in the federal 
government-all want to make sure that State and local 
personnel systems arc models of fairness. 

Wc also wish to ensure that the principles we apply to 
our efforts to clirmnatc discrimination at all levels of 
public employment arc consistent with our efforts vis a 
VIS private employment. These remarks have the added 
objective of aiding in that coordination process as well. 

I repeat- difference of interpretation will almost 
certainly continue to anse. There are many words of art 
in the intcragcncy agreement which forms the basis for 
this speech this morning-words vhich will require men 
and women of wisdom and good will in cooperating 
institutions at every level of our federal system to work 
together to find more precise definitions which define 
general principles in the light of concrete experience and 
common sense. 

State and ItKal governments can be assured of 
cooperation by the affected federal agencies in moving 
toward this ob)cctive. The process will be what Rcinhold 
Niebuhr described in defining democracy which he 
characterized as the constant seeking after "proximate 
solutions to insoluble problems." 

The first step in this process of course is lor us in the 
federal Executive Branch to work with one another. If 
we fail to do that, our own disagreements v^ll simply 
become magnified as they gel farther from Washington - 
and the resulting confuivion and reverse discrimination 
will produce a backlash which will prevent us from 
achieving even the most modest objectives. 

Within ihc Federal Government's own civil service 
system, the Civil Service Commission is by law the 
agency responsible for ensuring the steady progress of 
our own equal employment opportunity program. The 
principles enunciated here of course apply to our own 
Civil Service system. We uncover problems too-and wc 
are addressing them with good results. We^hall continue 
that forward motion with the help and dedication of 
men and women like yourselves. 
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WHERE WE ARE - THE EMPLOYMENT PICTURE 

The Office for Equal Opportunity had analyzed the 
Department's work force, and had presented its findings 
in six major graphs which were placed on exhibit al this 
conference and duplicated in miniature as handouts. 
These graphs appear in Appendix 1. 

Of significance is the finding that the percentage of 
minority to total employment in the Deparimcnl (ex- 
clusive of Indian employment in the Bureau of Indian 
Affairs) has increased only 1.76 percent over a ten year 
period-from 5.48 percent to 7.24 percent. (Figure !) As 
for Indian employment, 10.040 C^S.? percent) of the 
total of 10.4Q2 Indian employees in the Department are 
concentrated in the Bureau of Indian Affairs. (Figure 5) 

Another significant graph (Figure 2) shows that the 
percentage of women employees in grades GS-6 and 
below far exceeds the percentage of men employees in 
these grades. Just past the GS-6 grade level, however, the 
percenlage of men employees begins to abound and 

reaches 90 percent and above for all posilions at OS-11 
and above. There are no women employees above the 
GS-15 grade level, and less than 5 percent of total 
employment at any grade level above GS-11. 

The breakdown by occupational category of total. 
t'cmale. and minority employment which appears in 
(Figure 3) reveals a remarkably low utilization of women 
and minorities in the major occupational groups identi- 
fied with the Department. Tliese are Uic professional 
positions in Urban and Outdoor Recreation Planning, 
Park Management, Biological and Related Plant Sciences, 
General Fish and Wildlife Sciences, En^nccring. and the 
Physical Sciences. 

The cliallenge to managers was clear. The impact of 
the above employment picture was such that goals began 
to estabUsh themselves, as affirmative action program 
approaches were discussed. 

hdwjid E. Shelton 
Ms. Wilma Victor 

Confctencc Co-t"haiiman 
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PANEL 

From left, Mr. Samuel M. HoMon, Ms. Jlclcnc Markolf, Mi. Irving Kalor, Mi. Jerry Hinch. and Mi. Cailoj Esparu. 

Mr. Irving Kator, Assistant Executive Diiector. Civil 
Service Commission, the Federal Equal Employmcnl 
Opportunity Program staff, and Mr. Samuel M. Hoston. 
Director of EEO. Department of Health. Education and 
Welfare, discussed the impact of the EEO Act of 1972 
on the Federal manager. Mr, Kator led the discussion, 
and 3 spirited question and answer period followed. 

Mr. Kalor: 

Ladies and Gentlemen, let me first take Ed upon his 
invitation to introduce the members of the panel here 
with me today- my associates of the CSC. Sam needs no 
introduction. When I saw his name on the program. I 
knew Ed had him here to keep us honest. Sam will do 
that, 1 know. 

Let me start with Helene Mark off who is Director of 
the Federal Women's Program. Jerry Hinch who is 
Director of Federal EEO Program. Jerry came to us from 
Chicago where he was in the labor management field. 

and bears the brunt of all rcsponsibility-in fact of 
managing and moving forward the EEO program in the 
Federal Government. Next to Jerry is Carlos Espar/a: 
Carlos IS subsiituling today for Gene Coslalcs who is 
Director of the Spanish-Sumamed program who is on 
the West Coast today and couldn't be with us. 

Let me start by giving a little congratulations to 
Secretary Morton of the Department of the Interior and 
Ed Shelton for having a conference of this kind at this 
time with so many people on a nationwide basis. I think 
it shows the kind of commitment that diics exist in the 
Department of the Interior and what we've got to do 
now, of course, is to put that kind of commitment to 
work. Commiimeni is a good word. We always talk 
about the great commitment we've got. but it's what 
comes out at the other end that's important. Commit- 
nicnt goes in, but we've got to make sure there are 
results at the other end. 

But I am delimited, Ed. that you are having this kind 
of conference at this time. I think it's auspicious that 

10 
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you had it on ihc firsl day of ^pri^g because ii augurs 
new ihings. and 1 think there are new thing* that are 
going to happen. I think it's also iiuspicious (hat you 
held it almost on the anniversary ot the HKO Act oi 
\^12. You just beat it by } days, and that just shows 
that you are eager to get things done. On March 2A last 
year, the President signed the EEO Act of ^'72 which 
amends the Civil Riglits Act ol 1964. and for (he first 
lime covers Federal employees under the Civil Rjgliis 
Act of 1964 as amended. 

td and I have a long acquaintancesliip going back to 
the time when Hd was with the President's Committee 
on Equal Einploymcnl Opportunity, So, I know Ed's 
dedication, his ability to get thinp done, and I know 
that has been translated in the Department of Interior 
into effective action, and I think it's your job to get 
more of that effective action. Bui as an old bureaucrat, 
the main point I want to make is that I am convinced 
nioM of us hvc not by just the words thai we read, but 
we want to know what those words are really saying 
What's the signal they are giving out' And I think that's 
really our purpose here today to give you the signal-in 
words, obviously, but lliat's the way we've got to 
Iransmii Bui. ii's a signal that Ihings are not the 
same ihat things are different under the EEO Act of 
1972 That is going to be the burden of what 1 have to 
say and what my colleagues will say, and 1 ihink what 
Sam will tell you, too. in connection with his presenta- 
tion. 

'Hiis is really what the Act represents to me. What I 
will lalk about generally is the Act itself; what it means, 
at least as I perceive it. what I think it's going to mean in 
the future for Federal managers and for you as personnel 
managers, as EEO staff what this really means to you 
and what it's gomg to mean for the Federal Government. 

I'm going to try to quit fairly on time, Ed. and have 
my colleagues make their pitch, too. Then, we would 
like to open it up and give the people here the 
opportunity to ask questions. I think sometimes we can 
give you more information by answering something 
that's on your mind than sitting up here and just talking 
to you. But there arc some parts of the Act that 1 tliink 
are terribly important that I feel it essential to give to 
you before wc open the conference for questions. 

This IS really, from my standpoint, whal I hke (o 
refer to as third generation EEO. We've had Executive 
Orders on the books since 1941 involving Federal 
employment. Starting with President Roosevelt and 
every President since then has found ii essential lo put 
his personal stamp on EEO in the Federal govcmmcnl 
by issuing an Executive Order. And, you know, we've 
run a long cur>'e there. We started out wiih passive 
non-discrimination  in  the early   days with President 

Roosevelt's first Order. We've worked thru what wr 
called non-discriminaiion EEO til we goi to the pomt of 
affirmative action and to whal I call the second sugt. 
And that's E.O. 11478 which in rny judgement, is the 
strongest Order ever issued on EEO in (he FedrriJ 
government, and issued by President Nixon in l9o9. 

What we've goi is a curve a natural evolution is what 
we've got starting with a non-discrimination emphasis 
and evolving into strong affirmative action. And that's 
good. Wliat we've got now. however, is something new. 
This Act was called the EEO Enforcement Act, Just 
before the law was enacted, that word "enforcement" 
was dropped. Bui the effort here was enforcemeni. 
Congrcss was saying as far as the Federal government 
was concerned, and of course the Law was not addrc%>ed 
solely lo the Federal Govfrnmenl in-house employment. 
but it was addressed to the Equal Employment Opponu- 
nity Commissii>n wluch needed new toots to enforce and 
ensure equal opportunity in the private sector This was 
the failure of the '64 Act. 

It had no leeth. And whal Congress was trying to do 
here was put some teeth into that Act and certainly did 
for the Federal Govcrnmcni. 

So. whal we now have is a Congressional mandate for 
a result oriented program not a preference program, but 
a truly EEO Program with strong affirmalive action. 
While the Act was being debated, there was serious 
discussion as to whether it would not be proper and 
desirable for the Federal program lo be supervised by 
ihe Equal Employment Opportunity Commission. Thn 
was the subject of much debate. Congress finally said 
"No", thai the responsibihiy ouglit lo be with the Ci\i\ 
Service Commission, and with the people m Federal 
agencies. What Congress was doing then was, it seems to 
me, recognizing ihe inseparabihty of EEO and personnel 
management, by providing for enforcement of ihai Act 
by the Civil Service Commission and not by the Equal 
Employment Opportunity Commission. 

The Federal employees arc the only group of em- 
(Joyces not under the jurisdiction of the Equal Employ- 
ment Opportunity Commission. So the spotlight is on 
us. Even state and local employees are covered by the 
Equal Employment Opportunity Commission. So there 
is no question that the Congress has \aid lo us. has really 
laid down the challenge that you guys say that you can 
do Ihe job, Tliis is what we told Congress when we 
testified. We said if you really wani to have equal 
opportunily in the Federal Government, you've got to 
make the personnel system itself reflect equal opportu- 
nity every step of the way. And when you get that, 
when you accomplish that, then you're going to have 
equal opportunity, because the manager will be thinking 
and acting equal opportunity. L'ntil you have that, no 
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nutlcr where you place (he responsibility, it won't do 
any good because you won't get it. and Ihc best wjy to 
assure thai you make your pcrs.onnel system responsive 
is to g)vc thui responsibility to the central personnel 
agency of gf>vcrnnieni. wluch is what Congress did. 

You know the Civil Service Commission cannot 
operate without agencies. A lot of the things in the Act 
I'm going to talk about apply to you spccincally. 
becauM you're the people in the field who arc going to 
have 10 carry these Ihin^ out. You've got to make it 
work. If we're going to have a personnel system thai is 
non-discriminatory, that is strong on affirmative action. 
thai IS fair, you're the people to do the job. Tliere's a lot 
we can do, but the crunch is going lo be on people in 
agencies and particularly managers. per»onnel people. 
and tEO people. 

What docs the Act do"* It's simple, really, in what ii 
says. It's easy to understand, and says simply that all 
personnel actions shall he Irce from disirimination on 
the basis of race, religion, sex and national origin. And 
don't forget I may use the term "minonties" later on as 
1 go in my discussion with you. but I mean women as 
well The Act clearly applies to women, even though 
there was some question when women were first 
included under the amendments of the Civil Rjglits Aci. 
Wliat iias happened is that women have proved that they 
are a very strong force in assuring EEO. that they want a 
vokc. that they have a voice; and that they have 
problems which arc very similar to those of minorities 
The symptoms are quite the same, Sometimes the 
treatment is different, but the symptoms arc certainly 
the same. 

TIte law prohibits discrimination. It incorporates the 
Executive Order and it puts the burden not just on the 
Civil Service Commission to enforce the law but on the 
agency head. It doesn't let him off the h<x)k. It says "It's 
your responsibility. Mr. Agency Head, to make sure that 
you've got equal employment opportunity in your 
shop," 

It requires the submission of national and regional 
f^ans, and Jerry Ilinch will be talking to you about what 
those plans mean, because they are really the heart of 
what we are doing. It calls for a review by ihc Civil 
Senice Commission of manpower resources devoted to 
EEO. We are making that review now and you're going 
to be hearing from us on this. It requires EEO officials 
to meet certain standards. We have never had a require- 
ment like this before. It insists on the inclusion of 
trainmg and education programs by agencies-upward 
mobility plans. You've got to have them in your plans of 
action. By law, it is required. You know one of the 
major problems, and this doesn't necessarily mean 
Interior, if you look at our figures, you may say we're 

doing great when 20^ of Federal government employees 
arc minorities. The point is that you have to look at 
wliere they arc. and you've heard where the women are 
located generally- And you know that, generally speak- 
ing, there are very good signs of progress. Still, we have 
loo heavy concentrations of women and minorities in 
the lower grade levels of the Federal service. This is what 
(he upward mobility program is designed to correct. And 
this is what Congress was talking about Let's do 
something about helping people on the job acquire the 
kinds of skills they need to be able to move up the 
ladder. Tliat's what upward mobility is. and if you don't 
have a program of thai kind in your agency, your 
section, your division, you better get one because you're 
going lo have to have one. 

The law provides for employees for the first time to 
move into the courts. This is a very important provision, 
and believe me when I tell you. it is being used to the 
hilt I spent an hour just before I came over here today 
working on a case with an attorney, a case stemming 
from a complaint. Employees are going to be using these 
cases. The courts arc going to be looking over our 
Uiouldcr, over your shoulder, at what you're doing. I 
think this is healthy. When the Act was being debated. 
Ctiiience Mitchell came up and said to Scnatoi lljtiison 
Williams, the one holdmg the hearings, that there is one 
thing we've gotta have for employees access to the 
courts if they feel they have been discriminated against. 
We said we certainly had no objections to thai kind of 
provision 

Another important provision m the Act is back pay. 
You know it used to be like giving a guy ice in the 
wintertime. You could find discrimination, but what 
could you do about it** Now. you can give him back pay. 
This is a very, very potent weapon. Agencies will find 
that if they are discriminating, it's going to cost them 
money. 1 think this is going to be a very effective tool m 
terms of ensunng a non-discritninatory posture in 
agencies. Ttie Act requires the Commission lo evaluate 
agencies, and (he agencies lo abide by the orders and 
instructions of the Civil Service Commission. That's 
generally just a basic outline of the law itself. 

The question that I would pose to you is what ac(ion 
do you take'' You can pose it to me too and I'll try to 
give you some answers. Wlial action do you take to 
make this law come alive' 

You know every time you get up in the morning you 
have to look at yourself in the mirror. You've got to 
look at the figures on employment in Interior and decide 
what you as a manager can do about them. You've got 
to analyze your own unit or area o( control, determine 
your problems and how to address them, (f you're not 
attracting into the system the kinds of skills and abilities 
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of the available minority and women workforce, then 
you've got a problem thai needs action. If the skills and 
abiliiies are out Ihcrc-and they generally arc there and 
they are not in the organization you operate, then 
you're not properly i;arr>ing out your programs. Because 
the people will move into the system if you're aggressive, 
vigorous, and carrying out strong affirmative action 
programs. 

If you would pull out of the Department of the 
Interior, the Bureau of Indian Affairs which has 15" of 
your total minority employment, there is not much left. 
I think you can do better. Tlie skills are there. No 
one is asking you to give preference or quotas, but 
you've got to determine what your problems are and 
make a vigorous effort lo bring these people into the 
Dcpartmcni. You heard Leonard Garment say this 
morning that the President thinks thai the establishment 
of goals is a good concept and ouglit to be used. 

We arc given a strong enforcement role at the CSC, 
and frankly if I have anything to say about it. we intend 
10 use the authority the law has given us. We don't 
intend to sit back and accept excuses. If your plans for 
progress are not solid, you're going to get them back 
with directives to change. If you don'l change, some- 
body upstairs is going to hear about it and the necessary 
action will be taken to make the change come about. 

You are going to be evaluated on-sitc more frequently 
and more ihorougjily than ever before to make sure that 
you've made that good faith effort we talk about. We've 
got almost three-million dollars to enforce this Act most 
of which has gone into strengthening our evaluation 
activity. On the basis of our on-sitc evaluation we'll be 
ordering corrective action including back pay. We are 
going to review complaints and order remedial action 
with back pay when there has been discrimination and 
the party has been injured. You've heard already of two 
or three cases in which we have done just that where 
Interior was concerned. 

You will be hearing from Berzak later on. But where 
there is discrimination, there is going to be corrective 
action ordered and should be in most cases disciplinary 
action against the offending official. 

Don't forget the courts arc here. They will be 
reviewing actions on complaints. They will be reviewing 
the work we're doing on the complaints. But I don't 
think we need the courts to make us do the job that 
Congress and the President have told us lo do. There is 
absolutely no need for people to have to go Into court to 
gel their rights in the Federal employment system. 

The Plan you make up is going to be made public. An 
organization will bring your deficiencies to light. They 
will sec your accoruplishrneni report. You're going to 
have to tell us-herc's tny plan and here's what I did 

about it. It will all be made public. That will have a very 
saluiar>' effect. I think, on organizations that haven't 
moved ahead vigorously and affirmatively. 

The change in regulations permits third party com- 
plaints. Any organization, the NAACP. Spanish Speaking 
organizations like LULAC. can file a complaint against a 
whole organization a unit, a section, the whole Depart- 
ment of the Interior. We are handling one right now 
against a whole a^ncy. It provides for setting up a file, 
making an investigation by that agency, and answering 
the allegations. Wliat I am saying is that we've got a lot 
of partners in our job of evaluating what you're doing. 
Once you open it up lo the courts, once you open it up 
to the public, you've got everybody looking at you, and 
thin^ are going to be different. There is no more hiding- 

Let me conclude by saying that I hope today we have 
put out a signal. I tlunk you heard Len Garment say 
that, in his judgement, the merit system and the Civil 
Rights Act arc in complete harmony. Wc have always 
said this. We say that the personnel system has got to 
reflect equal employment opportunity. We arc con- 
cerned about changes in the pcmonncl system, and we've 
g(»t a lot underway to make sure there are no artificial 
barriers. 

Now. that docs not mean that we are going to set 
quotas. It doesn't mean that wc are going to set 
preference points or anything Uke that. I, personally, 
think they are wrong and that they lead us down the 
wrong road. But, affirmative action is not a code word 
for preference. It's a real meaningful thing. Agencies that 
have taken equal employment opportunity seriously 
have made progress. It can be done. You've got the kind 
of leadersliip in the Department of the Interior that can 
show you the way to go. and we are gomg to be here to 
help you all the way. 

Mr. Samuel M. Hoston 
Department of Health, Education & Welfare 

I would like to say to those of you who were 
impressed with the idea that I'm a critic of the 
Commission, ! am not. I have a healthy appreciation for 
the Commission. I think wc do look for guidance and 
directions from the Commission. I think, with the new 
law. perhaps the Commission will be able to provide 
that. 

Perhaps Irving put his finger on the touchstone when 
he talked about commitment and contributions. I am 
reminded of the chicken and the pig who were in great 
debate over a huge display of ham and eggs. The 
chicken, in spite of pride, said to the pig "note that 
display of ham and eggs   that beauUful crested white 
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with the yellow settling in the middle. That, sir. is my 
ct>n(ribuiion." And the pig reminded him thai "yours 
was but a cnntribulion. That ham. thai shriveled, 
darkened piefc of ham represents to me a loul 
commitment." So I'm talking then perhaps frorn the 
manager's standpoint, about both commitment and 
about contributions. 

In HEW. we're rather large you know. 110.000 
people, we have some 28 percent minorily. 6.? percent 
women, but that is not where the talc lies. I think that 
the critical piece lies in where these people are within 
the agency. 

In our affirmative action plan, and even before the 
affirmative action plan. I think in the message that the 
Chairman sent to the White House, was thai the manager 
is key in this program. And if the manager doesn't 
operate, the program won't go. There is nothing that 
EEO folk can do, Irving or myself or the rest of us can 
do. without the manager. We don't hire tliat many 
people in our limited personal employment of staff. So I 
categorize managers in three or four different ways: 
those who want to do and those who are a little hesitant 
to do because of what they feel their impact or the 
impact of the EEO program will have on their program 
mandates to get the widgets out. to pro\ide the services. 

Each one is looking for the best qualified. With ou. 
managers, we try to get beyond that. We try to say, to 
be very candid with each other, what do we mean by 
best qualified' Because, inherent in Iha! are certain 
attitudes with regard to the role of men and women. 

Now as a prctnise. usually I try to gel some 
understanding of whom I am dealing with. You know 
more about the speaker because you have some general 
background about the speaker. But the speaker seldom 
knows whoin he is dcahng with except what he is 
generally lold-lhat you are managers or personnclisis. So 
let tne just pose one question with you and get some 
response so I will know whom I'm dealing with. Now for 
tliosc of you who believe the merit system works 75 
percent or most of the time, please raise your hand (The 
vast majority did not believe the mcnt system worked.) 
Now. I posed that question to a bunch of personneUsis 
out at the Federal Executive Institute and they had 
about the same response you had. Now. if you as 
managers have this kind of negative view an the 
application of the merit system, then minorities have an 
even more negative view. Not only do they have some 
concern about whether it works, but certainly even if it 
does begin to work, ihey-because of their color, race. 
religion, sex. or national origin-began to become ad- 
vcrriely alfccled in another way. They have a healthy 
appreciation or non-appreciation for the very same thing 

thai you know about the ineffectiveness of the merit 
system. 

So, with our managers, we get beyond discrimination 
in reverse, which implies that the vehicle has come to a 
screeching halt and wc arc now going in reverse. We get 
beyond the arguments about how well-qualified a person 
is and the best qualified, because we talk about the 
tnanagcmcnt prerogatives. Even within that broad cate- 
gory, or limits of categories, if you will, of who is best 
qualified, we still get down to the choice among them 
and we have an imperfect tool determining qualifica- 
tions, do we nof Wc look at the educational back- 
ground, we look at A's and B's and C's; wc look at 
degrees; we look at work experience; and we know how 
those thinp are wnttcn. do we not? If you want (oget 
rid of a guy. you say. "Oh. he's a firebell." "The gal is 
really hot, she can really do the job." If yuu want lo 
bum the person, you say he's a hot shot-once you tell 
liim what to do, he can really do it. He needs a little 
guidance, lacks in initiative, and imagination. So you do 
these kinds of things in the process of trying to choose. 

I think that most managen arc basically honest. Plato 
has spoken about the metaphysical presupposition of the 
nature of human nature-that man was basically no 
good, short, brutish and non-benevolent. Wc don't take 
that view. We assume that managers are there to do a 
specific kind of job. 

It's perhaps the view of EEO that gives us the most 
trouble. We view it as a kind of social program. I recall in 
one agency, the Bureau of Pubbc Roads, we talked 
about the impact that the building of roads has on 
people, and the response was "We don't get involved in 
those social activities, we build roads. We're talking 
about mortar, water and bnck. and asphalt." And yet. 
when you look at a given community you find that 
roads magically run through certain communities, they 
magically run through in certain ways that have political 
impact such as gerrymandenng or breaking up communi- 
ties or political leadership. And these are man made, 
man makes these kinds ot dccisiims. And they may be 
impacted by certain political or other kinds of considera- 
tions. Tlicy are not so purified and ihey don't operate in 
a vacuum. So what we do with managers, wc talk with 
them in temis of these realities. 

1 may be .i strange person lo bnng to you from HEW 
our managers' problems. 1 think to the contrary that I'm 
an excellent choice, because we deal daily in how we are 
going to cany out the program. We read the Executive 
Orders, the new law. and we say these things are good, 
but the issue is then how do wc carry them out. There 
arc so many job apples in the barrel. And we meet with 
the Black group that says we want 30 percent of all new 
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jobs; and Ihe women vwint 30 percent. Chjcanos, Indians 
and American natives each wants 30 percent. We end up 
talking about 120 percent, Well that's more than what 
the barrel would yield. 

Now we begin getting an increase of complaints of 
discrimination in reverse. Many argue that the atVirma- 
livc action plan is a vehicle to bring about preferential 
treatment for minorities, and in tl\is ti^t crunch, tight 
job crunch we're in..this becomes a bread and butter 
kind of issue. We try to get our managers off that hag 
about preferential treatment and it's taboo, contrary to 
the ment system. We have Ihe Indian Preference Act. the 
Veterans Preference Act, we have Commission Corps 
Officers who are separately hired and separate pay plans. 
We have a number of different kinds of Acts. 

in our affirmative action plan, some time back, we 
were taken on by a union in the use of the Indian 
Preference Act. We dealt with BIA on this, We had used 
itie Indian Preference Act beyond initial entr>' into a 
job. but as a means of promotion or moving up ihc 
ladder. And the union said to us on behalf of their 
constituents that we were violating the merit system, 
that this was contrary to law. and that it was outdated if 
it was consistent with law. It was archaic and that it gave 
a preference to a group of people that they fell should 
have been considered along in the broad merit system. 
Well, wc souglu hi^er advice on thai, we referred it to 
the Civil Service Commission and said to Irving, "this has 
broad Government policy in that; and for that reason 
HEW should not make a unilateral kind of decision." 
Then a task force was lonned and the response wc got 
was that the Indian Preference Act is valid and our use 
of the Preference Act was valid. 

So we have a number of opportunities and situations 
where we have linuted applications and deviations from 
other kinds of systems, because there arc a variety of 
systems that we have that apply to the welfare of 
employees and how they gel into the job. As of premise 
tlien, aside from the issue of whether or not you believe 
the merit system works, I think we should consider for 
this discussion those basic thmgs that I would like to 
take for granted. Arthur Jenson has written a book with 
regard to several articles that appeared in Ihc Harvard 
Review that latked about the genetic infcrioritv of 
minorities. Now this is the old issue, is ii noi. we Blacks 
still find an extra leg. or foot, or bone in the heel, or tail. 
to allegedly account for our feats; but ihis new idea is a 
more sophisticated approach. The genetic infenonty 
idea implies that if we give ail these weltarc and 
educational goodies and all these kinds of programs to 
these inherently inferior people, we will never make a 
mental giant out of the minority and such programs 
would have tKcn wasted. 

Now if wc believe that as a premise, then we can hang 
our hats up and go home. We need not worry about 
equal employment opportunity. If we believe that the 
conditions and the pli^t of people have resulted in large 
measure from the environmental, from the societal kind 
of impact, then we can begin to talk about equal 
employment opportunity, because it has a basic assump- 
tion to it thai all men are basically equal, and that they 
are entitled to Ihe opportunity to be given a chance at 
jobs. 

I look, in every agency, and I have been in about 
four, at tlie number of adverse actions that have 
occurred over two or three years. And then I gel 
someone lo try to identify who these people arc, not in 
terms of names, but in terms of their race and their sex. 
And I found that in the three agencies that I have 
worked for. the majority of adverse actions were against 
non-minorities. So it occurred to me that there were 
other people dumb or as dumb as minorities are assumed 
to be. So if we have that many people, then, that have 
been fired or removed or suspended, it meant that the 
system by which wc had to judge their success factor 
was somewhat short. Either they faked us out, or they 
fooled us or they were not as good as wc thought they 
were, or indeed they tried and didn't make it. So, there 
is no inherent Inferiority within the concept of EEO as I 
deal with it. 

Wc have seen some changes I think. We look not only 
to the new law and to the Executive Order, but we look 
at the precedent, and this is what gives our managers 
problems. Because, on one hand, they say that wc are 
limited to a number of jobs, we have a clear mandate in 
(he Congress to provide services. We are talking on one 
hand about the million Federal employees as compared 
to j much larger number of people who want the benefit 
of Federal services, and ihey want those services now, 
and they want those services done well. 

So the manager argues, "I need someone who can do 
the job, and I don'l have that much comfiturc in terms 
of opportunities to hire people in my agency merely to 
meet this EEO mandate that you talk about." We find 
that they (social aims and job needs) are not essentially 
exclusive; we think Ihey arc inclusive. The relationship 
between manpower needs of people within an agency 
and the delivery of services are one and the same. We are 
talking about the same people in mosi instances, If we 
buy the premise that people can perform when given the 
opportunity, and if they fail. Ihe manager should have 
some means by which to remove people. The difficulty 
that we have, I thmk. is the lack of courage or the lack 
of procedure and the application oi procedure in terms 
of how to remove people if they are indeed insurficienl. 
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The manager should not be intimidated by this. I 
lliink. Ouis are not in most instances. So they say that if 
they fire someone, the person will say that they are 
going to flic a complaint with mc and then they got a 
problem. Tliat is not realiy the case in all instances. I 
think that if the employee is not doing well, if the 
employee is a bum. he deserves to be told (hat he is a 
bum and where the employee can improve. 

When I met Ed. he was in the in-housc program for 
the Old President's Committee and I dealt with the 
out-house program. I was with the Contract Compliance, 
the private sector. And it was good deaUng with them, 
"the fat cats"-TWA. Boeing and you are sort of 
detached from them you know, and you issue edicts and 
you tell them what to do and you don't have to be there 
day to day in terms of how to carry it out. In-housc is a 
bttie bit different. You ride together. 1 meet with the 
General Counsel on Monday to seek his assistance and 
guidance and collaboration on an issue. On Tuesday I am 
saying. "I'm here to see you about a problem that you 
have in your shop." So the in-housc program is a little 
more different and intimate. 

We're dealing in perhaps an area of confrontation 
poUtics. Our managers are concerned about this, that 
we're getting kids off-campus who are not going to take 
Hill 101 because someone said it. They are asking 
questions i^diy. and surprisin^y the number of managers 
who cannot explain why something needs to be done. 
It's like Gunga Din. "Yours is to do or die not to reason 
why." But noi so; 1 t^iink if the manager cannot explain 
what he wants done and how he wants it done, he 
cannot reasonably evaluate the employees in terms of 
iheu performance. 

McCormic Tea Company, I think in Baltimore, has an 
excellent approach. They will not promote a manager 
unless he has groomed someone to lake his place. Quite 
an interesting approach they have, that you must have 
groomed someone to take your place or you become 
indispensable in the job you're in and cannot be 
promoted. Now I am not talking about preferential 
kinds of groon^ng, selecting an employee and giving him 
an edge. But I think that the need to communicate 
more, the need to ensure thai employees are playing 
more vital roles in your operations, benefit you as well 
3$ the employees. 

We have an upward mobility program in HEW. We 
have some 5.000 employees who attend college classes 
on-lhe-clock and we pay for it entirely and they attend 
that program while they are working for the agency. We 
need more of those kinds of programs, 1 think. Tradi- 
tionally, we talked about training in terms of whether it 
was job related. I send people off from my staff to 
Berkley. They deal in all kinds of esoteric programs. If 

you want to send the secretary off. there is the question 
that it must be job-related. Tliere is a need obviously lo 
train people to do better in the jobs they are required lo 
do, but not to limit their opportunities in getting some 
broad exposure in opportunities to move forward. 

So tiiese are the kinds of things thai we and our 
managers talk about in HEW. As 1 mentioned to you. wc 
look for precedence and for guidance from the Commis- 
sion, not only in terms of the law. FPM letters, and 
manuals, we also look ai the case law (hat comes out of 
court, and also emanates trom Board of Appeals and 
Review, My managers have had some difficult times 
trying to reconcile some of the issues that have 
developed. For example, we have the afftrmativc action 
plan and we say in the development of that plan that we 
should look at our workforce, identify our problem, and 
specify the means by which wc are going to address the 
problem. We have had instances where ifie managers 
have looked at their problems, found that there has been 
no employment of minorities or women or what have 
you. and they decided that in order to correct this, they 
need to take some positive steps to get them on board. 
Wc have been perplexed by some decisions that indicate 
that the manager has used race as a factor, therefore, he 
is in violation of the merit system. We have a problem 
trying to reconcile why our managers do some of these 
things. So we deal with these items. 

We have looked at some cases that talked about or 
allow for using patterns as a basis. 1 think it was Sir 
Henry Maine, the English jurist, who said that the 
movement of law is from status to contract. We are 
talking here about the concern for the individual as 
compared to the impact of thai individual on the group 
and the status of that group, Wc are having more and 
more complaints where employees are saying that as a 
class, wc have been done in. Ergo there was slavery, ergo 
1 was done in. Where is the remedy'? 

The Executive Order is not a reparative piece as 1 
view it. It is not designed for or does it cany the tools 
for that kind of compensation-that kind of compensa- 
tory treatment. But it does provide a means I think, as 
Irving indicated here, of providing some kind of remedy 
and we are thrust now at that stage of deciding how to 
effect that remedy. We talk about goals, timetables and 
at the same time, how language must be devoid of any 
reference to (race, sex, etc.) the very bases on wluch wc 
made certain adjustments or changes. Now I think it 
would require keener, perhaps a finer tuning of some of 
the things that we do. and the bases in the case law in 
which we deal with. 1 think these kinds of conferences 
are good for that purpose. 

Wc have lAG meetings where wc get the EEO folks 
together and the personnel people together to try to 
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fathom out some of ihcsc apparent contradictjoni. I 
tliink we will inhcrenlly have those I think (his is what 
Len Garment tjiked about. It is not all that eaw. 

In our agency wc arc not a part of personnel, we 
arc a part of adniinislt;!tion for valid purposes. I think. 
Our view was that traditionatty the problem was in the 
personnel offKc-in part. Traditionally, the personnelist is 
the agent of the manager, but we felt that while many of 
the things we talk about in terms ot EI.O are personnel 
management ohcnled. there arc many other facets of 
fctO that go beyond the stope of personnel operations, 
and require broader management involvement. There- 
tore, MliW hKO rcsponsibihty was organized in the 
Office of the Assislanl Secretary for Adminisiration. 
outside of and not subordinate to the Personnel Office. 

Bui lo review, in the evaluation and the .sharing of 
policy, in terms of how tht*se programs impact on 
minorities and women cannot rest in personnel, though 
wc work hand-m-hand 

Now this is not a paliem by which other agencies 
must necessarily follow. I think there are a variety of 
means of organisation which agencies should use on 
their own, 

In this whole matter of confrontation politics, we 
have in llhW a I6-Point Program, the Women's Action 
Program, the Federal Women's Program, and the Ad- 
visory Committee lo the Secretary on the status of 
women. Wc have a Black desk. Indian desk. Asian desk. 
Spanish desk. We have all these organi/aiinns My God, 
how do you organize'' Well, we arc now working on 
making a little belter harmony out of these programs. I 
think there was a basic and a valid basis for setting them 
up at ttie time. But it does not mean that we must listen 
to each separate advisory group and then move exclu- 
sively for one group, because at that pomi, you scc. you 
will have some conflict not mentioning the 30 percent 
thai women want and Blacks, etc. Well, at that point 
you begin to matheinatically go over wfiai is possible. 

So, the \i\^0 Office. Ihou^i I am accused of being a 
Black advocate, I would say thai our basic conccni is to 
bring about and to assist the manager, and to work with 
the manager in developing some kind of harmony and 
some kind of balance lo the variei> of needs. They will 
vary according to geograplis and according to any 
number of circumstances. I think you will have lo look 
hard at what ihese conditions are and then relate youi 
programming, your plan, to addressing those issues. 
None of us are perfect and I don't think any agency has 
cfainwd to be perfect, not even the Commissiim. 
althou^i 1 find it difficult at times to reconcile its claim 
of statistical progress. Aside from that. I think the point 

that Irving raised is that we have lo begin to work 
together and at the same time to give equal employment 
opportunity M>mc degree of status. While we kind of hid 
it. you know, in terms of our budget, you never could 
find tl-0 as a budgeted line item. Wlulc there was a valid 
risk if you identified that which you know is it. you can 
eliminate the confusion in the allocation and use of 
financial resources for EI'O purposes. 

I think we have moved to a point now wlicrc we are 
saying (hat we want to sec the specific manpower 
resources that Irving asked for. Some of our managers 
say if wc reveal those things, it may be cut later on in 
ilie budget squeo/e as being low on the totem pole of 
prioniies Well, that's the kind of risk that we run. I 
guess, but I think that lo cmphasi/e the legitimacy of 
EfcO as embodied in law demands ihat KI-0 be clearly 
identified and managed to acliicvc a W()rlhwhilc purpose 

One last item I guess I mi^l cover is how we perceive 
of equal employment opportunit). I have complained 
that KEO is an old term wluch existed long before we 
had the Executive Orders. It was a basic premise by 
which most of your parents and foreparents came to this 
country seeking opportunities. I say most because all did 
not cnler by the same portal. Some entered by slave 
vessels and a varicly of other ways, except for the 
American native who was here when most arrived 

We are talking then about those basic precepts on 
which (he country was built, and that all who reside 
therein arc entitled to the benefits thereof- But we most 
feel. I think frankly, wiih Wendell Holmes* conclusion 
(hat law is not logic but experience. So. things that make 
lope all ihc time do not necessarily meet with the 
experience factor-that the logic of constiiuiional and 
civil riglits is not by experience applied equally even now 
loall cili/cns 

Then, while wc may show that in lorm our nieni 
system is working, our experience suggests to us. ai times 
tiiai (he system, thougii it is pcrlcct m form, is not 
perfect in operation. So. in terms of equal employment 
opportunity responsibility, we bricily look at the people 
who are involved not just form-the people who arc 
involved and how they operate within that context. It is 
in this way, I think, we deal with managers and the 
manager may be quite honest in his view thai he is 
concerned with gelling the best quabficd. But we ask 
him to justify that, even within this context of preroga- 
tive. 

I tlunk if I had to define KEO. it is a rational inter- 
vention in personnel inanagemeut practices. In this re- 
spect we do invade that management prerogative and 
lr> to pel involved m the process when this kind of thing 
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happens. I think this is necessary if the EEO program is 
going lo work, and I don't think-I hope that managers 
don't gel uplift-when this kind of thing happens. Asa 
result some managers frequently complain that htO in- 
terferes in their managing Ihcir oftlccs. Certainly it is an 
intervention, by dcfiniiion, and it is one required by law 
and necessary when the manager's actions arc contrary 
lo law. We don'i have the luxury to be discrmunatory in 
governincnl. It is a law (hat says you cannot be dis- 
cnminaiory in government. We belong to varied organ- 
izations and we have a variety of allegiances, and it is 
very tricky to say ihai when you cnier the portal of ihe 
agency you divest yourself of these allegiances that ot'ien 
fosler preconceived notions about race, color, etc.. 
that is rather difficult dealing with tJie human being. I 
think thai what we arc about is trying to reconcile those 
various allegiances and making clear that in government 
we don't have the luxury to discriminate. It is not up to 
Ed or the EEO Officer to decide whether or not LEO 
requirements ought to be implemented. The implemen- 
tation of EEO policy is the manager's responsibility. 
Ours is to assist the manager in developing and under- 
standing that policy and in carrying out that policy. 

There are many more things we can talk about but I 
will stop here. Irv'i"g took all the time, didn't he, Jerry. 
But I try to convince them that I am not negative on the 
Comrrussion. therefore, they can allow me more lime. 
Thank you. 

Mr. Hinch talked about the role of the Civil Service 
Commission with respect lo a^ncy EEO affirmative 
action plans, the discrimination complaint system, and 
other activities under the Federal EEO Office. Me spoke 
specifically of the impact of the Civil Rights Act of W72 
on these activities and on the Civil Service Commission's 
ToAc as tJie regulatory and supervisory agency. 

The Act provides that the Civil Service Commission 
no longer accept the big statistical picture of a Federal 
agency, but that the Comnussion take a look at regional 
pictures and at the local installation employment pat- 
terns. Accordingly, the Federal agency must have re- 
gional affirmative action plans subject to the approval of 
the Conunission Regional Offices, as well as an overall 
agency plan. Mr. Hinch stated that the Commission 
headquarters offices and (he Regional Offices will be 
taking a hard look al each plan to insure its full 
compliance with the new requirements of the Act as well 
as the specific program areas outlined in the Executive 
Order 

Mr. Hinch reminded participants that new plans must 
include provisions for training and education for upward 
mobility, must contain certification that EEO officials 
to ^om responsibSity for program is delegated are in 

fact qualified to carry out their roles, and must 
d<xument the allocation of adequate resources to ^t the 
job done. 

The challenge new to management is to survey where 
all employees, including women and minorities, are in 
the employment piciurc. and to provide upward mo- 
bility programs geared to help them develop to ilieir 
higliesi p<itential. 

Mr. Hinch called aticniion to the new requirements 
with respect to the timeliness of complaint processing, 
and the provisions that coinptainants have access to the 
courts. Back pay provisions of tlic EEO Act sliould 
challenge Ihe Federal manager where he or she is most 
vulnerable to assure that any apparent discriminatory 
situations are corrected promptly. Mr. Hinch staled that 
if the Civil Service Commission finds apparent discrimi- 
nation in personnel management during an on-siie 
review, corrective action will be ordered even Ihougji a 
c(jmplaini has not been filed. 

Ms. Helene Markoff. in her remarks, developed an 
approach to effective program implementation for the 
participating managers of this conference by referring to 
the three "R's". 

The first "R" she called resources. Federal Women's 
Program Coordinators in the Federal agencies need time 
on the clock to perform their program duties. Ms. 
Markoff indicated. Currently, there are only 27 full-lime 
coordinators. She cauiioncd managers on assigning pro- 
gram responsibilities to "an individual male or female 
who is wearing 26 other hais." She urged thai managers 
reach an agreement v^th part-lime coordinators as to the 
number oi hours per pay period thai will be devoted lo 
the Federal Women's Program, and that evaluation of 
their performance be in accord with the time agreed 
upon. 

The second "R". Ms. Markoff called rebtionship, 
refernng to the Federal Women's Program as a pan of 
the overall EEO Program. She reminded the managers 
that the ccwrdinator of the Federal Women's Program 
cannot contnbute to Ihe progress of women in the 
Department of the Interior unless she (or he) is cut in on 
the leam. Tliat means idenrificalion of problems m the 
development of action plans, assessment of the com- 
plaint activity, and overall program evaluation. 

The third "R" she called reality, a factor that must be 
in the forefront in the establishment of numencal goals 
and tiineiablcs. She spoke of some of the major 
occupational disciplines ideniified with Intenor- 
Engineering, Biology. Geology and reminded confcr- 
cncc participants dial the utilization of women in 
Interior in these disciplines does noi compare favorably 
with  qualified women's availability in the workforce. 
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Women make up 5 to 10 percent ot' all Engineers. 15 
percent of ail Biotogibts. and 5 percent of all Geolo^sis 
but not io in Interior 

Mr. Ifspar/j discussed the l6-Pomi Program for the 
Spanisli-Sumamed, and criticised the Federal Govern- 
ment (including the Department of the Interior) for its 
failure to do an appropriate implementation job. 

The elements of the 16-Point Program directed to the 
Civil Service Commission arc repealed here for emphasis. 

1. Appoint a full-time official m the Civil Service 
CommJMiion who will provide advice and assistance on 
matters relating to Spanish-surnamcd population to 
assure full application of the EBO program in all Federal 
agencies lo this group. 

2. Begin an intensil'ied drive to recruit Spanish- 
sumamed persons, particularly for identified public 
contact positi<ms. in areas of heavy Spanish-speaking 
population, including the Southwestern states and in 
Cliicago. Detroit, and New York, and certain other 
major melro[X)liian areas. 

3. Use speciali/cd recruitment teams, to include 
Spanish-speaking persons, for college recruitment, partic- 
ularly at colleges with heavy Spanish-speaking enroll- 
ments. 

4 Begn work immediately with OEO. DHEW. HUD. 
Labor to find ways to enhance opporturuiics at ail levels 
for Spanish-sumamed Americans m programs dealing 
with the Spanish-speaking population as well as in other 
programs and in key occupations. 

5. Step up recruitment for Cooperative Education 
Program at colleges with significant numbers of Spanish- 
speaking students to permit entry from FSHF. registers 
without necessity of written examination. 

t. Emphasize to Federal agencies availability of 
selective placement on bilingual basis so Spanish- 
speaking persons may be reached for appointment to 
positions dealing with the Spanish-sumamed population. 

7. Hold an EEO conference of Federal managers and 
equal opportunity officials in the Southwest designed to 
assure equal opportunity for Spanish-speaking persons in 
employment and upward mobilily in Federal agencies. 

8. Develop plans for Federal agencies under CSC area 
office leadcrsJiip to work with high schools in Spanish 
speaking area% to make known job opportunities in the 
Federal Govemmcni and to counsel and to encourage 
students to slay in school. 

'^. Hire for summer employment in Federal a^ncies 
higli school and college teachers from schools serving 
Spanish-speaking students to give them understanding of 
the Federal (jovcmment which they can relate lo 
•iiudents. 

10. Make special effort to inform Spanish-sumamed 
veterans of availability of non-compciitive appointments 
tor Vietnam Area Veterans including GS-5 level. 

11. Require Federal agencies to review their EEO 
action plans and minority employment figures and make 
any necessary revisions to assure ihe full applicability of 
the plans to Spanisli-sumamed population. 

12. Review with agencies staffing of EEO program lo 
make sure that there is understanding in the program of 
the special problems of the Spanish-speaking. 

13. Provide additional training programs on EEO and 
personnel management tor Federal managers in areas of 
Spanish-speaking population. 

14. With the Department of Labor, explore the 
feasibihty of establishing an Iniergovemmental Training 
Facility for upward mobility and skills training for 
Federal, stale and local careers in the Southwest, 
probably in San Antonio. 

15. Colled necessary data and broaden analysis of 
minonty stati.siics to bring out special information 
relating lo employment and upward mobilily of Spanish- 
sumamed persons in the Federal Government 

16. Require EEC reports from agencies to reflect 
special inft)rmaiion on Spanish-surnamed persons and 
include in the CSC agenda tor EEO evaluation qucstioru 
directed at particular problems relating to employment 
and upward mobility of Spanish-sumamed persons. 
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Mr. Al Balmy 
Manager, Human Resources Development 

Xerox Corporation 

Mr. Balmy was guest speaker at the dinner meeting 
and spoke to conference participants on the subject. 
Developing Social Consciou&ness. As he related the many 
atTirmative measures taken by Xerox to increase and 
improve upon its utili/jtiun of women and minorities, 
there emerged what appeared to be a consensus among 
the corporate giants that they do have a sot-iat responsi- 
bility and that they are doing something about it. There 
is a remarkable indication that private industry em- 
ployers are doing much more than the Federal depart- 
ment and agency employers, and that they view what 
they are doing as a necessary component ot good 
business. 

I 

mi 
1 

AI Balmy   (Speakn) 
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Mr. William Berzak 
Chairman. Buard of AppeaK and Review 

U.S. Civil Ser\ice Commission 

Mr. Ber/ak described ihe funcijon ot the Btiard oi 
Appeals and Review on tKO complamt appeals- Several 
interesiing t-ascs were diicusved lo illuitrarc new trends 
in coinplaini decisions based on provisions of the tKO 
Acc of m72 and on rcteni coun ca«s wiih private 
industry. 

Willum Bcrz^k 

JOHN McKUNE. DIRECTOR 
ORGANIZATION AND PERSONNEL MANAGEMENT 

Wc are well aware of the dcvelnpmeni phase of our 
building a sound HTO program in the Federal Govern- 
ment- Our particular job responsibility today however, is 
what I shall refer to as Pliase II, and it is going to require 
extra effort from all of us. otlierwise we will not 
succeed. It is more difficult to obtain equal opporluruty 
goals in the higlier grade levels, in higlier profile levels. 
than in grades CS-1 throujji GS-7. If we don't recogni?c 
Ihis fact, we will never make it. Even when organiza- 
tional recognition is present, it takes inordinate planning 
skills to achieve tHO goals. When we talk about planning 
skills, wc are talking about the need for Innovative, 
creative people. Wc are talking about people with guts. 
Wc are talking about people who aren't afraid to lake a 

stand. If we don't have these people, we will never make 

it. 
Five years from now. It wc still are prc-occupted with 

statistical sampling of FEO achievements In the lower 

CS levels, we will not have acliicved the goals set out for 
us. This is basically a negative type of bEO program 
thrust and we have to get beyond it in Wiase II. 

EEO has been given status by the Congress and by the 
President- Tlus ^laIus aionc has not achieved the desired 
results. To achieve success in what I call Phase 11 of 
equal crnplovrnent opportunity, we need higli level 
support, status, if you please, but of much greater 
importance. i.s the need for creative people and pro- 
grams. We must have reahstic programs in Phase II. We 
must all give that extra effort. You just don't make a 
couipeient plavcmenl at a GS-I6. or 15. or 14, by 
wishing It so- It requires higliK qualified people, 
specialized plans, and It takes individual effort because 
tlie prejudices that exist arc much more subjective, much 
more ditficuli to identifv and. to people without a great 
deal of sirenglli and insiglit. impt)ssiblc lo overcome. So 
we have lo bring all thcic (actors logelhcr. |KOple. plans 
and effort. Ii will take a great amount of planning and 
close cooperation between KEO people, personnel 
people, and bureau management. As long as v^'c are 

anpuisliing over parocliial problems, whether wc belong 
ti) the Etc or personnel fraiernity. wc *ill never acliieve 
success. 

So I believe it's extremely important in Phase II that 
wc look at ourselves - our programs and outline those 
goals that have got to be reached. Comfortable people 
cannot achieve difficult g(»als- As personnel officers, you 
have lo ask questions such as When Is the last time 1 had 
a really meaningful conlroniaiion with the EEC officer 
in my bureau? When is the last time I really talked to the 

bureau director and told him there arc no blacks higjicr 
than the GS-T' Hov^• many of us have asked ourselves 
these questions'* How many times have Ed Shclton and I 
looked at our functional areas in terms of job perform- 
ance' How many times do we kid our%etves into thinking 
we are doing a job because we have more personnel 
people and we have mor« EhO people. In my opinion. 
more people will not acliieve the second phase without 
extra en'ort. Extra effort means v^-c have got to have 
"extra effort" pwople to do the job. Perhaps, this 
generation of personnel people, and EEO people, and 
the first generation of Women's Coordinators are not 
sufficient to the task facing us. 

Let's look at ourselves and not be fooled by a mirror 
image. Many times wc don'l like what we sec in the 
mirror. TItcre Is a tendency lo cover image delects with 
makeup or to view ourselves without benefit of a briglit 
U^u. These are things we cannot afford to do in equal 
opportunity, especially in Phase II. 

ttTiat wc arc talking about Is the necessity for a joint 
approach to Increasing equal opportunity in the Depart- 
ment of the Interior. EEO people and penionnel people 
often  fool  themselves into  believing that compliance 
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systems, grievance sysicms. or a cnnlercnirc 5uch as this 
can achieve cquaJ opportunily lor all cinployec^. Il 
cannot. The effort needed to achieve meaningful and 
lasting resiilii is ncilher routine or repetitive. It will lake 
crestive. courageous and persistenl effort on the part of 
personnel and EEO people to bring about equal opportu- 
nity for all Intciior employees at every grade level in the 
Department. 

This goal can only be accomplished by cooperative 
and concerted action on the part of all of you assembled 
here today, managers, supervisors. EFO and personnel 
staff. 

Tliank you. 

Members uf the staff of the Office of Organization 
and Personnel Management elaborated upon the use of 
llie personnel system to achieve tl'lO objectives. They 
stressed that in the final analysis ihc success or failure of 
equal opportunily depends upon the commitment and 
action of each participant. 

\ 

feocl. Office of Organization & Personnel Managimeni. Irom 
tft. Ddores Ruffin. Lirry Lane, Mr. McKunc. Paul Lorcnlzen. 
BUI Spillcrs. Mr. Shclton. 

Ms. Geneva Ruffin. spoke of the imporiani. difficult 
and challenging task of supervising the work of others. 
Good supervision takes more knowledge, skill, common 
sense and foresight than almost any other kind of work. 
Ms. Rufnn stated that we expect a good bit from 
supervisors in the way of knowledge, in the way of skills, 
and in the w-ay of experience. If we do not use the 
system to provide this then we are failing our super- 
visors, wc are failing the employees whom they supervise 
and we arc certainly not promoting and ensunng that 
equal employment opportunity takes place. 

Billy Spillers stressed the fievibilities in providing 
education and training to insure ma.ximum opportunity 
for employees to advance so as to perform at their 
liigjiest potential. He emphasized that we must look 
beyond the present official duties of employees to the 
time when the employees may assume greater responsi- 
bility in more demanding positions. He stressed that we 
arc authorized to approve individual employee programs 
of study which comprise a scries of courses leading to a 
development g<ial, 

Paul Lorentzen spoke of two other challenges which 
arc revolutionizing the personnel system. Kirst the CSC 
is initiating new prix;edures for appointment and promo- 
tion. They arc requiring that knowledges, skills and 
abilities neccssar>' for successful job performance must 
be analyzed and put on paper and then that the 
examining methods be related to the knowledge, skills 
and abilities needed for llio job. The evaluation method 
must measure the applicant irrespective of race, color, 
rehgion, sex or national origin. 

Secondly, last June the CSC established an automated 
file on all Federal employee's. Tliis Centra) Personnel 
Data File contams all personnel actions alfeciing Depart- 
ment employees. All personnel information about the 
Interior is within the CSC computer and the CSC will be 
using this information to monitor the EtO program in 
terms of statistical trends in training, hiring, promoting 
and in the educational achievements of employees- Tlie 
same kinds of statistical data is available within the 
Department and ii gives us a beautiful tool to use in 
getting a better understanding of pcrforniance in the 
tEO area. 

Gordon Jennings spoke about personnel management 
evaluaUon and its relationship to equal employment 
opportunity. The evaluation gives us an opportunity to 
ask questions about outselves. It also gives us an 
opportunity to talk with managers at all levels about 
how they plan for. operate and evaluate their programs, 
including F'HO. Fvaluatit>ns are gradually evolving from 
those aimed at changing attitudes to those concerned 
with obtaining results. 

Larry Ljne concluded the panel by saying that 99 
percent of all wc want to do in the area of achieving 
EtO objectives can be achcivcd within our existing 
system provided what we want to do is soundly 
conceived- He submitted that the Federal merit employ- 
ment system is a flexible and changing system. The 
problems we cncounted in achieving EtO objectives 
have little to do with the mechanics of the employment 
system. It has to do with inertia. Managers must change 
their thoughts about the tradifiona) staffing patterns. 
Personnel Officers must explore various staffing methods 
and minorities and women must broaden their preccp- 
tion of their occupafional possibilities. 
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Bureaus gather in work sessions to discuss their employment posture with lop ofHcials. 

Bureau of Mines Buicau of RecUmaiitjii Bureju of Indian Affair'i 

Butcau of Land Management Bureau of Outdoor Recreation Bureau ol Sport t-ishcncs and Wildlitc 

National Park Servic< U.S. Geological Survey Office of Til c Secretary and 
Other IJcpartmcnlal Offices 

Bonncvillc Power Adminislration - Soulhea*l Power Administration - Soulhwesl Power Administration 
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WORK GROUP SESSIONS 

Equal Opporlunity for All-Management's Challenge 
NOW y.iis the Oiemc ihat ran throujji all discussions 
during this Conterence-paniL-ularly the workshops. Ii 
was pcnasivc. Participants appeared "ready" to accept 
the challenge and to look, think, and act beyond simple 
nondiscriinination and pro fonna or passive equal 
employment opportunity programs. Discussions were 
stimulating, and individual participation was 100 percent 
under the guidance of the group leaders who were 
selected on llte basis of iheir expertise and strong 
motivation. 

There were ten workshops assembled lo discuss 5 
mator ropics. EVALUATING SIPIRVISORY PER- 
fORM.ANCE IN fcfcO; MONITORING AFEIRMATIVE 
ACTION PLAN IMPLEMENTATION. AND CONDUCT- 
ING ONSITE EEO EVALUATIONS; DEVELOPING 
AND UPDATING AFFIRMATIVE ACTION PLANS 
GOALS AND TIMETABLES: TRAINING AND EDU- 
CATION PROGRAMS FOR UP\VARO MOBILITY;and 
SPECIAL EMPHASIS PROGRAMS Federal Women's 
Program. Id-Point Program from the Spanish Sumamed. 
and Employment of Indians in Bureaus Other than the 
Bureau of Indian Affairs. 

The end product ofeach workshop was even stronger 
than had been anticipated. Spccillc recommendations 
for action ai all levels througliout the Department were 
presented to the general Conference assembly, and a 
course of action charted under each topic to which every 
bureau and office could subscribe. Presented here is 
WHAT SHOULD BE DONE as recommended by the 
work poups. 

Work Group I - EVALUATING SUPERVISORY 
PERFORMANCE IN EEO. led by Paul Loreni^en. raised 
four nujor questions and presented to the Conference 
ascembly the following actions to be taken- 

1. Tlie Department will issue a standard model 
paragraph to be added to the position description 
of every employee with supervisory responsibility. 
stating thai this employee has responsibility in 
EEO as outlined in the local Plan of Action. Each 
bureau will then adapt its own specific paragraph 
and insure thai ii is added to all supervisory 
position descriptions not later than September 30, 
1^73. 

2. The Department will require that each manager of 
a discreet organization (Superintentent. Regional 
Director. Bureau Director. Heads of Laboratones 
and District Offices, etc) communicate periodi- 
cally, at least three times a year, with his or her 
supervisors regarding iheir specific rcsponsibiUlics. 
ob|Cciivcs, and goals, and how they arc perform- 
ing. This will be an added sentence to the poMtion 

description  for  these supervisors who are man- 
agers. 

3. Tlie Deparirneni will require (hat each installation 
(towards the end of the Action Plan year) will 
evaluate its own performance under its Action 
Plan program comnutrnents. document ihi*. self 
evaluation in writing and send this evaluation 
report up the line to the appropriate level. One 
part of this self evaluation must zero in on the 
pcrlormance of the supervisors in enough speci- 
Iicily so that iiiglict level otTici.ils can tell from the 
report how well supervisors are performing their 
EEO responsibilities. 

4. The Department will require that performance of 
(or potential for the performance ot) EEO respon- 
sibility be a factor in appraising persons for 
supervisor)' positions. Tliis requirement will be 
stated on the vacancy announcements for these 
positions. 

Work Group II. led by Gordon Jermings, and Work 
Group 111. by Barbara Payne and John Caracciolo. dealt 
with MONITORING AFFIRMATIVE ACTION PLAN 
IMPLEMENTATION AND CONDUCTING ONSITE 
EEO EVALUATIONS. 

Recommendations from these groups emanated from 
the basic premise lhat both the Departmental EEO and 
Personnel stalls have the responsibility to cstabUsh and 
implement an cflcctive evaluation system. To assure 
maximum EEO coverage, it was concluded thai the 
following systems must be used: (a) Personnel Manage- 
ment Evaluation, (b) Personnel Management Assislani 
Visits, and (3) Equal Employment Opportunity Evalu- 
ation Reviews. 

RECOMMENDATIONS: 
1. Both Departmental and Bureau EEO people must 

participate in the selection of sites for personnel 
management evaluaiions- 

2. An EEO staff person must serve as a team member 
during (he full time of the evaluation and must 
function across the board in all aspects of the 
personnel management evaluation. 

3. There must be adequate follow-up on all evalu- 
ations. Tlic method used must be based on 
individual determination. It may be via personal 
visit, written report, memorandum or, perhaps, a 
telephone call. 

4. Managers must be encouraged to share wilh 
employees a summary of evaluation recommenda- 
tions which identifies areas that will receive special 
emphasis. 

24 



194 

Work Croup Sessions 
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All agreed ihai Ihc HEO staff pemin serving on 
[lersonnd management evaluation teams mu^i inMire 
that areas of major deficiencies are mclnjed us program 
element substance in the Affirmadvc Action Plan. 

Work Croup IV, ted by John Fulhrijjii and Larry 
Lane, and Work Group V. led by Chct Baggs, dealt with 
DEVLLOPING AND UPDATING AFFIRMATIVt AC- 
TION PLANS "• GOALS AND TlMLTABl l-S. It was 
Ihc the consensus ol both groups that the meiliod of 
dcvelopmg Ihc ariimiaiive active plan for the fX'pjrl- 
mcnl should be reversed. Wlierein the Department, 
heretofore, has developed a Departmental Plan and 
imposed it on bureaus lor their development ot bureau 
plans. Ihen on to ihe regions and finally to local 
insiallation$ for ihe development of additional plans 
therefrom, it was concluded that the level where the 
action actually takes place has no input and. therefore, 
no molivaiion orinlercsl. 

The recommendalion from bolh groups arc as 
follows: 

EEO Plan Devdopmenl 

April 10 Tlie Department uill develop a skeletal 
LIO Plan which will be forwarded to 
Bureau LLO Officers on April 10. Thjs 
plan will include ihe specific action 
items which the DcparinKnt determines 
must receive emphasis (as well as those 
which must be included lo obtain CSC 
approval). 

April 13 Bureau LUG Officers will meet with the 
stalf of the OiCicc for tiqual Opportu- 
nity 10 discuss ihe skeletal plan. At this 
time a delermmation will be made as to 
whether other action items need to be 
emphasized. 

April 19 Coniinuation of above. 

April 24 The Office for Hqual Opportunity mil 
submit lo the Civil Service Commission 
Ihc outline for the revised system of 
developing EEO Plans, together with the 
Departmental skeletal LHO Plan, devel- 
oped joinlly with Bureau EEO Officers. 
The goals will be stated for the Depart- 
ment as a whole, not be individual 
bureaus. 
The Office for Equal Opportunity will 
submjl the EEO Plan guidelines to the 
Bureau headquarters. 

May I Bureaus will add a transnultal memoran- 
dum and send the Deparlmcntal EEO 
Plan guidelines to the Regional Offices. 

May I 5 The Regional Offices will add a trans- 
nultal   and  forward  the  Departmental 
fEO Plan to the t'lcld installations Uii 
implcmcniatjon. 

June ?5 WK  field  installations will   review all 
(0 weeks) program areas of the Depattmenial plan 

and deicrnune the action Hems which 
can be implemented. I ach installation 
will set forth ii> EEO commitments in 
terms of what is the problem, what can 
be done to overcome it (in quaniiiaiivc 
terms, if appticablct. wlio\ coing lo do 
it. and when it will be done. These 
tonimiimenis will be relumed by June 
25 loihe Regional Office, 
The Rcpjimal staff (or Bureau staff) will 
assist the installation in assessing its 
EEO Mtuation so (hat meaningful and 
realistic commitments arc made. 

August 7 Tlie   Regional   offices   will  review   the 
(6 weeks) insiallalion responses and evaluate the 

commitments. The Regional office will 
either approve the installation commit- 
ment and notitV the insiallalion to 
pr»>cccd or the Regional office will 
return Ihc document to the field instal- 
lation for necessary adjustments. 
Tlie Regional office will ctmsolidatc the 
field commiimenls. add necessary input 
al Ihc Regional level and send a Re* 
gional Plan to the Bureau headquarters. 

Sepicmber 10 The Bureau headquarters will review the 
{4 weeks) Regional Plans. The> will either approve 

the plan and notify the Regional to go 
forward to fulfill its commitments, or 
ihey will return the plan to the Regional 
office to make the required changes. 
When the Bureau approves a Regional 
Plan, it will advise the Regional office lo 
submit the plan lo the appropriate 
office of the Civil Service Commission. 
The Bureau headquariers will consoli- 
date alt Regional Plans and add the 
input neccs^ary for Ihe headquarters 
office A complete Bureau Plan sfcill be 
forwarded lo the Office of Equal Oppor- 
tunity. 
The Office for Eqtial Opportunity will 
review the Bureau Plan and will cither 
approve it or return it to the Bureau to 
make appropriate changes, 

September 19 All ReponaJ Plans will be submitted lo 
the appropriate office of the Civil iJerv- 
ice Cominission by September 19. 
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October 15 Hie Office lor tqual Opporiunily will 
Mibinii iho Dtfpjrinitrnl^l EbO Plan lo 
ilic Civil Scrvico Comrnissiun. 

January 15 Tlic Otfjcc Im l.ciuui Opporiunily will 
submit 10 the Bureaus a skclcljl hfcO 
Plan for PY 75- 

Work Group VI. led b> Ted Krcll and Shirley 
Kcnncd>. and Work Croup VU, led by Bill Spillcrs and 
Geneva Rullm. dc;ill wiili TRAINING AND tOUCA- 
TION PR0C;RAMS HOR UPWARD MOBILITY. Rctom- 
tncndalions cmanaiing from these work groups were as 
follows. 

I. Tlie Dcpariincni nuisi appoint a task force as so<in 
as pt>siiblc for the purpose oi developing hcticr 
policy guidance for the Upwatd Mobility l.duca- 
linn and Training Program and for implementing 
the program Such a task force should be spon- 

sored i<»inily by the Office for Fqual Oppvuiuniiy 
and the OITILC of Organization and Personnel 

Management 
A. There is a need lo deline the responsibility 

of IVparimenlul OlTices. the Bureaus, su- 

pervisors and participant-- for upward mo- 
bility iraimni^and education 

B. There is a need to develop materials, such as 
films and slide presentations that can be 

used to explain and "sell" the upward 
mobihi) education and training program to 
line supervisors and managers In many 
cases, communications »iih regard to this 

program have broken down and the super- 
visors and managers do not know what is 
expected of Ihem, The necessary materials 
should be developed probably ai the De- 
partmental level and should include "hoM 
lo do it" jijecesand "success siorics" found 
within the iX-pattmeni 

C". Tlie OlTke ol Orpam/aiion and Personnel 
Management should assume responsibility 
for training those persons who will in mm 
provide training to supervisors and man- 
agers. In other words. OOPM should be 
responsible for training the trainers. 

D. An upward mobility college shi>uld be 
planned not only in Washington. D.C-. but 
also in other locations where there arc large 
numbers of Bureau offices and employees. 
Tliis would include sucli places as Denver. 
Albuquerque, and Portland. 

2   Money must be made available if the education 

and training program is lo succeed. The program 
should he included specitically In the budget, and 

money for it provided ihrou^i the normal budgici 
process. If this is not possible at the present time, 

the   amount   of money  currently  allocated  \o 
training should be reapportjoned to provide ade- 
quate support for the Upward Mobility t-ducaiion 
and Training Program, A large amount of money is 
currently   being  spent   for   training  within   the 
IX'pariment. but very little is being devoted to 
Upward Mobility Training, 

Work Groups VIII. 1\ and X dealt with the S|>cvial 
emphasis programs. W'ork Group VIII, led by Maxine 

Millard and Lorraine Kiopii/er. addressed itself to ihc 

^LDIRAL  WOMtN'S PROGRAM   Rccommcndatuiin 
emanating from this pioup were as follows: 

1. Bureaus should rclaie the needs of the organiza- 
tion to any position tliat becomes vacant, disre- 
garding (he qualification factors such as scnes. 
grade, etc . and recruit a candidate wiih the 
general education background- This would enable 
the organization to build the individual to meet 
the specific organization requirements through 
special training designed to achieve upward mo- 
bility. 

2. Funds should be put aside for upward inobihiy. 
and specilk numbers of piisilions set aside and 
designated for this program. 

3. Career counschng should be made available to 
employees, and once counseling has been acconn 
plishcd. a follow ihrougli system implemented 

This would require probably the use of profes- 
sional counselors from outside the Department 

Work Group IX. led by Irene Moore and Jowf 

CisnOTos. dealt with the lo-POINT PROGRAM KOR 
TMl SPANISH StRNAMLD. and leported the follow- 
ing recommendjtuins to ihe general assembly of Con- 
ference parlicipanls: 

1- Tlierc slunild be a full-time 16-Poinl Program 
C(H»rdinaior at the IX'partmcnial level in the 
Of lice li)r Lqu.il Opporiunily. 

1. Ihc selection of F.qual Lmploymcni Opportunity 
Officers in field installaiions should reflect the 
identity of the largest minority group at the local 

level- 
^. Bureau headquarters KHO stalfs should Include 

Spanish-Surnamed persons, 
4. There needs to be an additional thrust toward use 

of the Intcr-Govcmment Personnel Act in the 
inlercii ot Spanish Surnamed. 
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Work Group X. led by Ray Gunter. dealt wiih THE 2. The   Department   must   take   the   leadership  in 
hMPLOYMtNT   OF   INDIANS   OLTSIDH   THt   BU- publici/jng the special Indian employment pro- 
REAU OF INDIAN AFFAIRS. Rccoimnendaiions ema- grams Ibrou^iuui the Dcparlmcni. utilizing the 
nating trom tins group were as tollows: Bureau's program staff lo explain the prugrams 

I. The  Deparimeni  musi measure periodically the where appropriate. 
progress on the special Indian employment pro- 3. The   Bureau  of Indian   Affairs   must   be   more 
grams that  are administered  by Ihc Bureau of aggrewivc  in pushinp Indian cmploymcni assist- 
Indian Affairs. ance programs lhroug!u>ut the De|Kirtmeni. 

:» 
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SIGNinCANT EEO COURT CASE DECISIONS - EFFECT ON PRIVATE EMPLOYMENT 

by Mr. William Brown, Chairman. Equal Employment Opportunity Commission 

Mr. Brown 

It is 3 real pleasure for me to be here today and I 
hope (hal we can talk about some problems thai both 
you and we at the Commission are quite concerned 
about. [ should say initially that if any oLyou t'ccl 
threatened by my presence, we don't have jurisdiction 
over the Federal Government. Many of the people at the 
CSC do indeed have jurisdiction over the Federal 
Government and over the problem of hiring and up- 
grading of women and minorities throughout the govern- 
ment structure. I think that perhaps Irving Kator and the 
people from CSC have indicated to you the problems, al 
least from the standpoint of CSC in viewing these 
statistics and in trying to get people the opportunity to 
be hired and to be upgraded without regard to their race. 
their sex. or their national ongin. I think that for you at 
least we pretty much feel thai the standards which 
should be used in the Federal Government arc basically 
different from the standard!^ that we are presently using 
for private employees. As you know, the Commission 
had been laboring for quite a number of years under the 
deficiency of no enforcement powers. That went on 
from 1964 to last year- Then in March I**72. a 
tremendous chang: was brought about by the Amend- 
ments iliat were attached to the Civil Ri^ts Act of 
1964. And under those amendments, tlrst we now have 
authority lor the first time to go into a Federal District 

Court in those cases where we feel the employer is not 
doing the things that should have been done. We have 
the authority to issue subpoenas which we did not have 
before. We have the authority (o intervene in court cases 
which arc already pending. I thmk something which does 
in fact concern me even tho we do not have jurisdiction 
over your agency is the fact that individual charging 
parties both in tlic private sector and in the Federal 
Government (perhaps we ought to underline that and in 
the Federal (k>vemmeni) that now have for the first 
time the right to go into court if they feel they have not 
been treated fairly by their agencies or that they have 
not been treated fairly in terms of their appeals, or 
indeed, merely by the passage of 180 days from the lime 
a complaint is filed. And as I look at the statistics for the 
Department of (he Interior, I have to be honest and say 
to you that if you were a private employer we could 
make a prima facie case from your own statistics in a 
matter of two minutes. I say that very very advisedly, 
and I say to you that what you have to do is to look at 
the statistics. I think everyone has copies of the 
information provided me in these charts and graphs. The 
cases upheld (hat the mere absence of minorities and 
women from certain job classifications in those areas 
where you indeed do have women and minorities 
available in the work force is sufficient to establish that 
prima facie case. And it then becomes the burden of the 
employer, in the private sector, to show why these 
deficiencies exist. When I look at your statistics, as 
I hope you have looked at these statistics. I am 
somewhat at a loss to understand why the statistics 
arc as poor as they are. This is an agency that has 
been in existence since 1849. From that point up to this 
poin(, your record is pretty abyssmal. Lets just talk 
about some very very specific areas, and I apologize if 
they have been pointed out to you before. There is no 
woman in the Department of the Interior, according to 
the statistics that I have which are current as of 
November 1972. who holds a position higher than 
GS-15. In spite of the fact that you have some 200 super- 
grades in your agency, there is not a single woman who 
has a super-grade position. Now someone is going to say 
"we can't find ihcm". Someone is going to say they 
won't accept these promotional opportunities because 
they lake them out of the cities in wliich they are 
located. These arc the same excuses we have heard in 
pnvaic industry. We at HEOC. because you have a right 
to know what our record looks like, have been able to 
find them. We don't have the luxury of having 200 super- 

30 



200 

grade poMiiom. We have aboui 28 super grade posiiioni 
hut fhc vi liic 2>^ arc indeed wtuncn. Wlicn 1 ^IJ^l p>int; 
down llic line in terms of women JI the (JS- I 5 level, the 
14 level, the 13 level, the 12 level. I find it very very 
dittutiti to understand why you can't find them even 
there. At the CiS-I5 level where, you have over a 
thnusand people, you have 21 women. At ihe GS-14 
level where you have over 2.000. you have only 37 
women. The record gcli worse as you go along. And I 
tliink that what we ouglit to do { H is to ulk about what 
is djscriminaiion a! least what has been micrpreted by 
ihc (.ourt as being disi.rimmaior>. And (2). what are we 
going lo do lo improve the piciuic thai we sec 

The courts have held, and I think thai proh.ibIy the 
niost signiHvant caic is the Griggs decision, that discrimi- 
nation indeed is not a deliberate act • docs not 
neifssjnl> mean that someone has gone out and said lo 

an employer, supervisor, division chief, branch chief. 
"wc are going to discriminate against women and 
minoriiies." The Gnggs decision s;iys tliai no matter 
wtial t>pe of cniptojce selection devices are being used, 
if Ihe effects nt what >ou are domj; is discriminatory, 
that is just as much a violjiion of Title VII as the person 
who poNis a sign on Ihc dt>or s:i) ing "no bUicks wanted." 
And 1 think that so many of us dt> not iea!i/c the eflects 
of sihat we arc doing which can be discriminatory par- 
ticularly m the area sphere we are talking about things 

which are applied across the htuid we have gone from 
the old idea of what we called disparate treatment and 
of Heating [H'ople dil'fcrcntK merely because ilic> were 
Black. ("Incano. or merely because ihc> happened to he 
CitholK, To the p«tint. I am sa>inp thai is the effect of 
witjt you're doing disparate effect, ticaling people 
much Ihc same im (he surface and yet screening them 
OUT jusi as Mgnificantly as th«i you had put a sign on the 
door. Let me give ytmjust one or two examples of what 

we are talking abimi. 
Supposc we have procedure, and we give this a 

number of times in terms o\ our police and fire 
departments. You have a pr(Kcdurc say for the fire 
department of particular cities or the police department. 

They have a rcciuircment thai everyone coming into the 
police department must be at least S' tO" tail Now. at 
first hlusli. this may not seem to be discriminatory. But 
uiten we rcali/c that the overwhelming majority of 
women are not 5' 10", it does, in fact, impact upon 
women in a disparate way as opposed to the males. It 
does have a disparate impact upon Oriental Americans 
and Chicanos. and even tho what you arc trying to do 
origSnally was not deemed to be discriminatory it would 
be a violation under Title VII. The lest then becomes is 
Ihe requirement really rilatcd to the job that has to be 
done. Why is it thai someone 5' 6" could not perform 

the duties of a fireman or a policeman? We know 
S'lmething about these heiglit and weiglil requiremenii. 
and indeed we have filed some suits. In fact we have 
taken very, very seriously the new jurisdiction thai ha* 
been given to us in terms of filing suits. I should indtcaiC' 
to you thai even iho the Act was amended )usi last year 
in March and we had a number of ihings lodo. we have 
already filed 28 suits, authorized Ihc filing of 45 
additioniJ suits, and ihls coming Monday before the 
Conunission meeting, there will be at tea^l 15 additional 
cases being presented to the Commission for its author- 
i/alion to file suits in those caNCs. 

I would also suggest lliat the number of cases that are 
being filed by individuals and individual attorneys has 
indeed csculatcd. And one of the reasons for it is. the 
back pay awards which are being ^ven. and also the very 
substantial awards which arc being given lo altomcys. 

Bul in these particular cases, that we arc talking 
about, we have filed against TranM-onlincnial Trailways 
for example, a requirement that all its drivers had to be 
6 feel tail. It was down in Ihe Southwest where there b a 
heavy concentration of Mexican Americans who could 

not meet the heiglit requirmcnis. you obviously had a 
number of women who could not meet the height 
requirements. 

It is interesting the defenses which were raised hy the 

company. Tlic first one is a kind t)f ihrow-away They 
indicated thai ihcy wanted people uniform in height 
because they would look better in their unilornis I 
don't know whether tlicy seriously believed that or not 
Tlio scond thing they said, and I think they probably 
did in fac*believe this altho ihey probably did not think 

it completely, was that ii lakes a person of this height to 
be able to control the bus. thai is the larger buses, whuh 
was a safely factor, and people less than 6 Icci ciHiId 

not handle the bus. That too is surprising, because it wa> 
during the second world war. there were many, many 
drivers who were women driving these same kinds of 
buses And I suggested to them time and lime again that 
in Japan and in Mevii^o. there are an awful lot of 
Japanese and Mexicans driving the same kinds of buses, 
some of ihem ^'3" and ?'4" tall. Those of you who have 
been to Japan or to Mexico City know that these areas 
have some of the most massive iratTic jams in the world. 
If ihey can handle those buses in Japan or Mevico City. I 
fail to understand why they can't handle them in the 
United States, especially in the Southwest where the 
wide open spaces prevail. 

I was on a trip very revcnily. and in the sirpitrt thenf 
was a 747 Japanese Airliner, and the Captain was about 
5'4" tall. I iliou^t lo myself how many people would 

be willing lo ride wiih a woman who happened lo be nol 
5'4" but 5'7" or 5'8". Whai is it Ihal is so unique aboui 
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3 male thai happens to be 5'4" and hn ability to u-ontrol 
the massive airplane, most of which is done hy push 

button jnyhow. and a wum.m's abihty ID do ihc same 
kind of job? We jnst lend lo sacen them out across the 
board, and wc accept ihce diftercnces so many ilmes 
because of our culture. It is lime Ihal wc slarl looking at 
people as individuals. Thai's what we arc talking about 
at EEOr. Indeed, ihal is what the courts arc requiring. 

I would suggest to you thai thai is whai should be 

done not only at ihc Deparlmcnl of Ihc Interior hul 
throughout the Federal Government, 

It seems to me that the Federal Government has a 
unique rcspvmsihilily and that rosponsibilily is to be 
leaders in Ihe field of equal cmplo>mcni opporiunily. 
We ougfit to be far. far ahead of the companies that we 
pobcc. and yet when I look at the statistics which come 
up to the Civil Service f'orninission every 5ix months I 
have to be hones! to say that for the most part ihe 
records which we sec in the Federal Govemmeni arc not 
as pood as most of the records we see in private industry. 
And yet. all of us compliance people from tije Depart- 
ment of Ihe Interior, the Office of Federal Contract 
Compliance, our agency, and ilic Department of Justice 

ate going around Ihc country llling and processing 
chargjes against companies telling them that Ihey have to 
change Ihe discriminatory practices of those companies. 
But at the same time our own records arc so very poor. 
and don't Ihink that when you gci around the country 
you are not reminded about the fact thai the Govern- 
ment's record itself is very poor. 

Tliere were some additional changes in the law hack 
in t*'?^ that you should be aware of. We now have for 
the first time Ihc auihoiiiy to file suit not only against 
the private sector hui also against universities. Tliis is 
one of the extended areas of ci>vciagc imdet our act. wc 
now have jurisdictiim over Stale ^nd local governments 
and this of course is going to become increasingly 
important as the area of revenue sharing starts lo 
develop. Wc have jurisdiction over any emplo>cr as of 
the 24(h of this month that has 15 or more cn)plo>ccs as 
opposed to the 25 employees that are presently in our 
act WTiat we have tried to do is to meet our rcspnnsi- 
bilitics under Ihc expanded jurisdiction and also tmdcr 
the expanded enforcenienl powers. We have in fact 
established five liligaiing ccniers-I guess I don't have to 
say any more here in the Federal Covcmmeni what our 
agency is I assume that everyone knows what FEOC is. 
Perhaps I should just mention one thing, wc arc not 
being phased out because wc are not OFO, So many 
people have written to me and have called me offermg 
Ihcir condolences that FEOC is going oui of business, 
and I have to tell them each time thai we ate not going 
out of business and indeed we arc mctcasing. We arc one 

of the few agencies in the government which lias 
continually increased both in terms of budget and in 
terms of the numbers of people. As a matter oi fact in 
Ihc current budget tor FY '74. the Piesideni has seen fit 
to give us a 47 percent increase in our budget. I think 
ihai says something. I Ihink it indicates ili.it the 
administraiion indeed is behind the work of the I-EOC. I 
think it says something even more important than 
Ihat. and Iliat is that the administration indeed is behind 
this whole idea of giving equal opportunity to get the 
beltei job. We have to gel away from Ihe statistics 
that wc see which always relegate women and minorilies 
\o the lowest payuig. lowest skilled jt)hs. That is a 
patletn m industry and thai is a pattern in Federal 
(iovcrnmcnt. and Ihe sooner that wc gel about the j(tb 
of fulfilling thai obligation ihe quicker Jl will be (hat 
IT'OC in fact will be no longer needed. Indeed I would 
hope that the time would come shortly ihat our 
Commission and the Fair Employment Practices Com- 
missinn and all ihe other civil rights agencies would all 
become kind of needless appendages because people 
were slariinp to treat each other as human beings. 

I think th.it m terms of where wc arc going and how 
do wc pet there. I think rhat it is very important Ihal 
those of you who have a respimsibillty for hiring fulfill 
thai responsibility in a meanmgful way and in a 
responsible way. It takes a little bit more than just 
saying no minorities applied for this position or no 
women applied for this posiiion. So many times the 
Federal Government, particularly people who liavc been 
in Ihc Federal Giwcrnmenf for a while, view (he Federal 

Government as pre-inlrustcd, and wc don't thmk wc 

should do something which is not going to pay off in the 
long run that is apply for a job when you know darn 
well you are going to be turned down for it. 1 know 

that Ihc Department of ihe Interior does in fact have a 
number o\' scientific people, and to some exieni thai 
may be some justification: but il also has a number of 
other positions which are not scicniific-posiiions. for 
example, m areas of biology there are an awful tot of 
women who have finished college majoring in biology 
and I would expect that we should sec a number of these 
women indeed in the Department of the Intcriot. There 
are many women in private industry who have the same 
basic kinds of skills that are being deprived by your 
Deparintcnt, who wc have given now for the first time 
some new chances for some of the better paying high 
skilled jobs. 

I would hope that those of yi>u who have the 
rcsp(msibiliiy for hirmg really start doing something 

about changing the complexion and changing the sex 
coinposilion of the various depariments. 
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Wliji jrc we really lalking about when wc talk about 
affirmaiive aviion. because that is what this thmg is all 
about, li seems to me thai aftlrmative action means just 
what it says-thai you do something really affirmatively, 
thai you Mart looking ai the people you already have on 
board and try to make some dcternimalion as to 
whether or not some of these people could be m fact 
upgraded. Lcl"s not get m this bag of talking about 
people not being qualified and having to do a lot of 
training. Because I think in your agency perhaps like 
most agencies including our own (here are an awful lot 
of people who indeed train their supervisors, and yet 
vi4ien it comes time for ihcm to be promoted themselves 
someone says well you are not quite ready yet. We have 
heard this in private industry and unfortunately even to 
a larger extent in the Federal Government. What I have 
done as far as our Commission is concerned, which I 
mi^l suggest to you that you do. is try to identify those 
individuals who in fact can be promoted now. Particu- 
larly, those who are among the minority group and the 
women in your Department, tncourage them to bid on 
the job when the job is posted and then once they do in 
fact get that promotion give them the same kind of 
support that you would give to the male. Becau.se so 
many times in private industry, when you look at a 
woman being promoted to a managerial position, what 
so many people are looking for is not only a top flight 
manager but also a secretary. So she is used not only to 
do Ihe managerial work but she is also expected to be 
her own secretary. Maybe because ihcy arc trying to get 
the benefit of having two people for the price of one. I 
think that is unfair and we have to recognize that it is 
unfair and we have to recognize the fact that when 
women in fact arc being promoted they have to get the 
same kinds of support that a man would get if he were in 
the ptnition. 

I would hope that we can be of some assistance to 
you. We have twt) portions of our Commission. Tlie one 
part that most people know about is the compliance 
side. Of course the other part that very few people know 
about particularly in private sector is the technical 
assistance side. That is where we have people who will go 
out and try to help the businesses get into compliance 
on a voluntary basis. Tliesc are people who have been 
dealing with the problems of discrimination on a day to 
day basis for quite a number of years. I am not 
suggesting thai we know all Ihe answers because ob- 
viously wc don'i. We have had an awful lot of experience 
both in terms of hiring people, in terms of recruiting 
people, in terms of getting people promotions, in terms 
of reviewing affirmative action programs, in terms of 
doing all those things that are necessary which bring 
about equality of employmcni. And for those of you 
who need help I suggest Ihat you contact our technical 

assistance people. Fd Shelton knows this because we 
made the offer to him and he is taking advantage of ii. 
Tins also extends to all of you who have the responsh 
bility to bring about equal employment opportunity. I 
thmk the most important thing is that I am absolutely 
convinced that the head of this agency along vvith the 
lop level people are really sincerely interested in getting 
something done, of changing the kind of profile that I 
see wticn I look at your statistics. All of their hopes and 
all their aspirations are not going to mean very much 
until those of you who have the responsibility for hiring 
and for promoting can do your own jobs in terms of 
^ving people an opportunity, 

1 guess the most important thing that the Comrmssion 
has done perhaps within the last seven years of our 
operation has been lire AT&T case. I don't get the 
same sort of response from the Federal system. When 
you talk about AT&T in the private sector, people 
get the shakes when they start thinking in temts 
of the amount of back pay which was awarded 
by way of agreement admittedly but also put mlo 
a consent decree. Because in the first year of op- 
eration of that agreement, that company is paying 
S38 million to minorities and to worricn who have been 
shut out. Even more important than that, over the next 
four or five years of the agreement they will be paying 
out anywhere from S25 million lo S35 million addi- 
tional to those people who should have been promoted 
or should have been given a hi^er salary but for 
discriminatory practices. But I ihink the most important 
thing of all is the fact that we have changed the cniire 
system of transfers and promotions within the AT&T 
Company. This has caused an awful lot of nervousness 
among employers as you mi[^l imagine, because most 
employers don't enjoy the benefit of having a S2-1/2 
billion profit as AT&T did last year. For an employer 
that has only a S50 million profit or indeed a SIO 
million or a S5 million dollar profit this kind of back 
pay award may very well make the difference between 
being in the red and being in the black. I tliink that the 
fall out effect of the AT&T case is going to be 
substantial because what we hope to do with it is to set 
pretty much a standard for future negotiations m the 
private sector. I would hope that AT&T also would serve 
pretty much as a beacon as far as employment in the 
Federal Government is concerned. Because the mote 
suits that we file in the courts the more settlements that 
we achieve either through conciliation or through court 
decisions, the more pressure there is going to be on the 
Federal Government to get its own house in order. When 
I talk about back pay awards let us not forget that the 
individual employee in Ihe Federal system now does in 
fact have the ri^t to get a draft into court. And also has 
the right to ask for back pay going back to two years 
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prior lo the time the action has been filed. This can 
niake a substantial dent in some of the budgets o) some 
agencies around government, especially when wc realize 
(he fact that we are talking about classes of people. Il is 
not just a single individual who has been discriminaled 
against in most cases. It is my personal opinion that in 
m(Kl cases discrimination is not a single act. It is not 
something that jusi happens like a bolt of lightning out 
of the blue that happens to touch upon one individual. 
In most cases Joe Jones was discriminated against firsl 
because he was black and nni because he was Joe Jones. 
If that is true then it means that all pt»lcnlial Joe Jones, 
and Mary IXws as well, have the right lo come in and 
expect the same kind of relief which has been given in 
this particular case. I think the very simple solution lo 
all of It in terms of equal employment opportunity we 
all must do our job, and I would have to be honest and 
ay that we at our Commission are far from satisfied 
with what we have done I know that nur record is 
better than any record of any agency in government, and 
(hat's not saying very much because being a watch dog 
agency for this area we should be. and we have a long. 
long way to go. But if we have a long, long way to go 
just tlitnk how much longer you have to go. i would 
surest that you have a long way to go to get to the 
point where many of the very private employers that 
you have jurisdiction over througji your compliance 
sections presently are. We in the Federal Government 
must be leaders We must be leaders not only by what 
we say but by the record wc establish, and when we 
establish that kind of record I think we will find thai all 
of private industry including the unions will lake 
another look at their own structures, and we will expect 
that the picture for equal employment opportunity 
throu^out this country is going to change dramatically. 
One final thing I guess I should say to you that you have 
done an excellent job in recruiting Indians. You have 
some ten thousand four hundred Indians in the Depart- 
ment but one discouraging thing is that of that icn 
thousand four hundred, ten thousand and forty arc in 
(he Bureau of Indian Affairs. Now if you were to recruit 
ten thousand Indians in the Department or in the Bureau 
of Indian Affairs, why is it that so few of them are in the 
rest of the agency. You are obviously able to find people 
who are qualified lo do the jobs as far as BIA is 
concerned. If you put forth the same type of effort to 
recruit them xn some of the other areas of the 
Department I think that the results will be just as 
encouraging. Thank you very much. 

NEW ERA OF ENFORCEMENT 

Special emphasis was given at the conference to ihe 
new procedures for complaints of discrimination. The 
HEO Act of 1972 and Civil Service Commission regula- 
tory changes implementing the Act strengthen the 
system of discrimination complaint processing. Com- 
plainants now have access to the courts and may file a 
civil suit if final action on their complaints is not taken 
by the Department within 180 days of filing. In 
addition, when Iherc is a finding of discrimination, 
remedial action must be taken, with or without hack 
pay. and a determination made as lo wliether discipli- 
nary action Is warranted. 

Within the Department during (his fiscal year, dis- 
crimination has been found in six complaint cases. Five 
of ihe complainants were women employed in five 
different bureaus of the Department alleging discrimina- 
tion in promotion. The Civil Service Commission's Board 
of Appeals and Review ordered corrective action in two 
cases, and a CSC Complaints tvamincr recommended 
corrective action in another case. In a fourth situation, 
the Department of the Interior disagreed with the 
recommendations of the CSC Complaints Examiner and 
ordered corrective action. In the fifth case, the bureau. 
itself resolved the case informally, which included 
retroactive promotion, based on information in the 
investigator's report. 

In some of the complaints there was no specific act of 
discrimination, but rather the sum total of all the factors 
indicated that a general pattern of discrimination ex- 
isted. The findings were that institutional discrimination 
on the basis of sex had been exercised. 

Albert B. Brown. OFFICE FOR tQlJAL OPPORTU- 
NITY, Department of tlic Interior, presented the new 
complaint procedures which appear in Appendix 11. 

Albert B. Brown 
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Appendix II 

THE DISCRIMINATION COMPLAINT SYSTEM 

If a Federal employee or an applicant for Federal employment 
thinks he has been discriminated against because of race, color, 
religion, sex, or national origin by any bureau or office 
in the Department of the Interior, he must present the matter 
for informal resolution to an Equal Employment Opportunity 
Counselor within 30 calendar days of the date the incident 
occurred or, if a personnel action, within 30 calendar 
days of its effective date.  The name and location of the 
EEO Counselor can be obtained from the personnel office 
or from information posted on local bulletin boards. 

The complaint must be filed within 15 calendar days of 
the date of the final interview with the Equal Employ- 
ment Opportunity Counselor.  If the matter has not been 
resolved to his satisfaction within 21 calendar days 
of the first interview with the Equal Employment 
Opportunity Counselor and the final counseling interview 
has not been completed within that time the aggrieved 
person has a right to file a complaint at any time 
thereafter up to 15 days after the final interview. 

These time limits may be extended if the complainant can 
show that he was not notified of the time limits and was 
not otherwise aware of them, or that he was prevented 
by circumstances beyond his control from submitting the 
matter within the time limits, or for other reasons 
considered sufficient by the Bureau's Equal Employment 
Opportunity Officer. 

If help is needed in the preparation of the complaint, 
he may contact the Equal Employment Opportunity Officer 
or the Equal Employment Opportunity Counselor at the office 
where the alleged discrimination occurred, or he may 
secure help from a representative of his own choice. 

The written complaint should be filed by the complainant 
or his designated representative with the Equal Employment 
Opportunity Officer in the bureau where the alleged 
discrimination occurred, the head of the field installation, 
the Department's Director of Equal Opportunity, Federal 
Women's Program Coordinator, or other such officials as 
may be designated for that purpose. 

41: 
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The aggrieved may have a representative of his own choosing 
at all stages of the processing of his complaint. 

He will have an opportunity to talk with an investigator 
and give him all the facts which he believes show discrimi- 
nation.  The investigator will not be under the jurisdiction 
of the head of that part of the bureau in which the alleged 
discrimination took place. 

After the investigation of the complaint has been completed, 
the complainant will be given a copy of the investigation 
file and an attempt will be made by the Bureau's EEO Officer 
to adjust the matter informally. 

If the complaint is not adjusted satisfactorily, the com- 
plainant will be given an opportunity to request a 
hearing, which will be conducted by an independent 
Complaints Examiner certified by the Civil Service Commission. 
The hearing will be held at a convenient time and place.  At 
the hearing, the complainant may present witnesses and 
other evidence in his behalf.  The bureau will select a 
representative, whose duties will be to help the Complaints 
Examiner determine whether there is a basis for the 
complaint.  The representative does not "defend" the bureau 
or its officials but rather aids in the process of obtaining 
the truth by bringing forth any information, whether helpful 
to the bureau's position or not, which will assist the 
Complaints Examiner in fairly deciding the issues. 

The final decision (in writing) will be made by the Director, 
Office for Equal Opportunity, Office of the Secretary, 
Department of the Interior.  If a hearing was held on the 
complaint, the Director, Office for Equal Opportunity, will 
review the decision recommended by the Complaints Examiner 
before making a final decision, and he will furnish the 
complainant with a transcript of the hearing, a copy of 
the findings, analysis, and recommended decision of the 
Complaints Examiner, and the Department's decision letter. 

If the complainant is not satisfied with the final Departmental 
decision, he has the right to appeal that decision within 
15 calendar days after receipt to the Board of Appeals and 
Review of the U.S. Civil Service Commission, Washington, D.C. 
20415 or he may file a civil action in an appropriate 
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Federal District Court within 30 days of receipt of the 
agency's decision.  If he elects to file an appeal with 
the Commission, he may still file a civil action in a 
Federal District Court within 30 days of the Commission's 
decision if he is dissatisfied with the decision. 

He also nay file a civil action in an appropriate Federal 
District Court if he has not received a final Depart- 
mental decision within 180 days of filing the complaint 
with the Department or if he has not received a final 
Commission decision within 180 days of filing an appeal 
with the Commission's Board of Appeals and Review. 

43 
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Appendix III 

AFFIRMATIVE ACTION DEVELOPMENT SCHEMATIC 
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EXHIBIT 3 

DEPARTMENT OF THE INTERIOR 
Office for Equal Opportunity 

Office of the Secretary 

EEO AWARENESS WEEK IN 
THE NATIONAL PARK SERVICE 

EEO Awareness Week was a service-wide effort of the 
NATIONAL PARK SERVICE to promote equal oppor- 
(unity and to inform employees, supervisors and man- 
agers of their role In implementing an affirmative EEO 
program. Participants throughout the Department were 
welcomed by Bob Nunn, Bureau EEO Officer. 

Mr. Higinio Costalcs, Director of the Spanish- 
Speaking Program. Civil Service Commission spoke 
about the Sixteen-Poini Program. 

He emphasized the purpose of the Sixteen-PoinI 
Program and discussed the special projects under way to 
publish and distribute information to assist the Spanish- 
Speaking Americans in obtaining employment and 
knowledge regarding the Civil Service system. 

Other speakers included managers of the NATIONAL 
PARK SERVICE, Departmental Office for Equal Oppor- 
tunity officials, and the Civil Service Commission, who 
talked about different portions of the Equal Employ- 
ment Opportunity program. 

EEO Accomplislimcnt Awards (Plaques and Certifi- 
cates) were presented to NPS employees who have made 
outstanding contributions to ensure that all have full 
opportunity. Recipients were Jeane Randall. Chief, 
Branch of Personnel Operations; J. Leonard Norwood, 
Associate Director, Administration and Russell E. 
Dickenson, Deputy Director. 

RECRUITING EFFORTS 

The BUREAU OF MINES and the MINING EN- 
FORCEMENT SAFETY ADMINISTRATION is con- 
ducting a nationwide minority recruiting campaign 
designed to attract predominantly Spamsh-Speaking and 
other minorities into positions of Metal and Non-metal 
Federal Mine Inspectors. Recruiting teams are visiting 
communities where there ts a concentration of minority 
population. 

News Releases are advanced to local newspapers anc 
radio stations with a significant minority audience 
announcing the location of the recruiting station and 
hours it will be manned. Contact also is made with local 
minority organizations soliciting their assistance in the 
recruitment effort. 

Advertisements are placed in the want ad section in 
area newspapers slating the starting salary, a brief 
statement of qualifications and date and location of 
interviews. 

Interested candidates are given personnel Qualifica- 
tions Statement (SF-I7I) and assistance in completing 
the form. 

Each recruiting team consists of an official from the 
Bureau Office for Equal Opportunity and a technical 
representative from the local area. 

Ttie campaign will continue unitl those geographical 
areas with significant minonty candidates with mining 
background are covered. 

» 

MM 
1   ^^^^Hj Wtt^Mj    L '*-^^ 

Higinio Coistslcs. Director Civil Service Commission 
Spanish-Spuking Prognms. 

Di. Bennctta B. Wa&hmflon. Special Atusunt to the An 
Secretary for Manpower, Labor Department, receiving a 
standing ovation in rcsponK to her speech about the Federul 
Women'i Program. Sharing the ttage with Dr. Washington ia 
Wilma Victor, l-ederal Women's Program Coordmalor for the 
DepartmenL 
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1974 FEDERAL WOMAN'S AWARD 
NOMINEES 

Each year Federal agencies are asked lo nominate 
outstanding women candidates for the Federal Woman's 
Award, the only award in the Federal CovernmenI 
exclusively for women. This year, six Interior women in 
five bureaus were nominated for the award. Although 
none was selected as an award winner, the six Interior 
finaJists deserve recognition for their professional com- 
petence within the Department 

The Interior women finalists were: Ethel McAuley, 
for her contribution to the National Trails Program 
within the BUREAU OF OUTDOOR RECREATION: 
Jean C. Hendcrcr for service as Division Chief of Federal, 
Stale and Private Liaison in the NATIONAL PARK 
SERVICE; Dr. Sandra H.B Clark for her excellence as a 
Geologist for the U.S. GEOLOGICAL SURVEY: Gladys 
Irene Moore for outstanding accomplishments as Person- 
nel OlTicer for the BUREAU OF SPORT FISHERIES 
AND WILDLIFE; Penelope H Batcheler for her achieve- 
ment as a Research and Restoration Architect for the 
NATIONAL PARK SERVICE: and lola M Clark for her 
expertise as a Land Law Examiner for the BUREAU OF 
LAND MANAGEMENT in Denver, Colondo. 

Fthel M McAuJey is presented a ccrtiricalr by BOR Director 
James Watt (left) and Deputy Ditector Stan Huielt, tiunoritiK 
her [-'ederal Women's Award nomination for outstanding 
conlnbutions lo the National Trails Program. 

OEO VISITS BUREAU OF MINES 
AT PITTSBURGH 

Ruth Graham, Assisiant Director of bQUAL EM- 
PLOYME^^r OPPORTUNITY. reccnUy joined George 
Johnson. Equal Employment Opportunity Officer for 
the BUREAU OF MINES, in a tour of the Bureau's 
Eastern Administrative OfHce in Pittsburgh. 

Mr. A.L. Julian.Chief of the Pittsburgh Office invited 
Ms. Graham to accompany Mr. Johnson to discuss job 
opportunities with the Chiefs of all major divisions of 
the BUREAU OF MINES facUities in the Pittsburgh 
area. 

During their visit, they spent several hours with Dr. 
Robert W. Van Ddah, Research Director of the Pitts- 

burgh Mining & Safety Research Center, and Dr. Irving 
Wender. Research Director of the Pittsburgh Energy 
Research Center, in a discussion of career opportunities 
in the sciences. 

Of added interest was the fact thai Dr. Wender was at 
that time hosting a delegation of scientists from Poland 
who were there to learn about his coal conversion to gas 
and oil research projects. This was one of many foreign 
delegations that visit ihe Center continually. 

Also. Dr. Van Dolah. who heads the methane control 
projects, was conducting interviews with reporters from 
all over the nation relative to the news story on his 
multipurpose bore hole for degasification of virgin coal 
that had appeared in the local newspapers. 

Left lo right:  Nicholas M. Melucci. Jesse Jackwn, Jr., Robert W 
Van Dolah, Ruth A.Graham and George H. Johnson. 

EQUAL OPPORTUNITY FOR YOUNG 
MOTHER IN THE BUREAU OF SPORT 
FISHERIES AND WILDLIFE 

Recently a young female employee of the BUREAU 
OF SPORT FISHERIES AND WILDLIFE encountered a 
problem of not having a babysitter. This particular 
young lady had been identified for, and placed in an 
Upward Mobility Training Program. She was receiving 
training through Ihe Department of the Interior's Skills 
Center and the Department of Agriculture Graduate 
School. She came into the Equal Opportunity and 
Training Office and stated that it appeared that she 
would have to terminate her training and employment 
because of the lack of child care resources for her baby. 
She asked if the office could possibly help her in any 
way. She stated that her present income at the GS-2 
level would not allow her to pay transportation costs as 
well as the rising cost of child care service. 

The ChOd Care Division of the Department of Human 
Resources of the District Government, readily came to 
the rescue of the young lady by providing daily 
transportation to and from a day care center as well as a 
subsidy for child care expenditure. 

This young lady has since received a promotion and 
been placed in a training position with greater responsi- 
bility and is doing well. 
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NORTHWEST REGIONAL EEO 
CONFERENCE 

The second Regional bKO Conference was held in 
Portland, Oregon on April 2-4, 1474. Over 250 man- 
agers, personnel and tl:0 ottkials from ilie western part 
of the United States, including Alaska, met lo jiei a 
belter understanding of their role in implementing the 
bKO program. 

bdward E. Shelton. Director. Office for Lqual Oppor- 
tunity, was general chairman of liic three-day confer- 
ence. Roy Sainpsel. Special Assistant lu the Secretary 
for the Pacific Northwest, delivered the opening speech 
giving ihc conference purpose and objectives. 

The Civil Service Commission and Office of Organiza- 
tion and Personnel Management provided expertise in 
panel discussions. 

Mr. William Brown, former Chalnman of bqual 
bmpjoyment Opportunity Commission, spoke about 
New Trends in ri.O and Significant fcl O Court Deci- 
sions. 

The Sixteen-Poini Program, the hedcral Women's 
Program, discrimination complaint procedures and all 
other aspects of the IiEO program were discussed in 
workshop groups and Bureau meetings. 

Mt  Rotanald Kaiwr. I qual Lniploytncni Opjwrtunily Officer tor 
BonnfviHc Power Adnunistration, leads Bureau dinuMion 

A   portloil  of   the  more   rhan   250  conferees at  the  sec4.)nd 
Rcgioru] EEO Conrerrncc Iteld in Portland, Oa-gon April 2-4. 

Roy Sainpsel. Spcml AisisianT lo ilic Setretaiy, delivers nic5vi|rc 
ot Objectives ot Northwest Rotwnal EFO Conference 

DR. LUCILLE F. STICKEL HONORED 

The Aldo Leopold Memorial Award, the highest 
honor the wildlife profession can bestow, has been 
presented to Dr. Lucille F. Sltckel. Director of the 
Interior Department's Fish and Wildlife Service Patuxent 
Wildlife Research Center. 

The award was presented by the Wildlife Society, at 
the 39th annual banquet of the North American Wildlife 
and Natural Resources Conference meeting in Denver. 
April 2 

The award, named after the pioneer wildlife scientist, 
AJdo Leopold, is given for "outstanding service and 
distinguished contributions in the field of wildlife 
research and in furthering the cause of sound conserva- 
tion." 

Dr. Stickcl, the first woman to receive the award, has 
a long and distinguished career in research and research 
administraiion. She pioneered research to evaluate the 
effects of pesticides on wildlife species and has been 
directing the Fish and Wildlife Service's pesticides 
research since 1965. She has worked at the Patuxent 
Research Center, Laurel, Maryland, since I95(i as a 
research biologist, and in 1973 was named Director of 
the Center. The Center's staff of over 100 focuses on 
environmental pollution, the conservation of endangered 
species, and prevention of crop damage by birds. 

.Secretary of the Interior Rogers C.B, Morton said. "I 
am proud that a distinguished professional like Lucille 
Stickel was chosen for this award. She is among the 
highest ranking career women in the Federal Govern- 
ment and has long been recognized within Government 
as a dedicated professional. 1 am pleased to sec our 
feeling about Dr. Stickel confirmed by other profes- 
sionals such as those distinguished members of the North 
American Wildlife and Natural Resources Conference." 
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Three NPS men in new jobs 

John A.   lownsley Abner M. Bradley 

Three NATIONAL PARK SERVICE employees have 
been named to top-level positions with the National 
Capital Parks. 

John A. Towruley. has been named deputy director: 
Abner M. Bradley, was appointed associate director for 
park systems management; and Ira J. Hutchison is (he 
new superintendent of National Capital Parks-East. 

Townsley. former associate director of operations, 
will <hare in the over-all management responsibility of 
National Capital Parks, which includes 47.000 acres of 
Federal parklands m metropolitan Wasliington and such 
sites as the Washington Monument, the White House, 
Lincoln and Jefferson Memorials. Wolf Trap Farm Park 
for the Performing Arts, the Mall, the George Washing- 
ton and Baltimore-Washington Parkways and other 
National Park Service sites and lands in the District of 
Columbia, nearby Maryland and northern Virginia. 

Bradley replaces Townsley in the park systems 
management post. He comes to that position from 
superintendent of National Capital Parks-East. 

Succeeding Bradley as superintendent of National 
Capital Parks-East is Hutchison, who comes there from 
chief of community programs for the metropolitan area 
of National Capital Parks, including the "Summer in the 
Parks" program. 

A fourth employee of NPS who has been named to a 
top level position is Robert Slanton, the first minority 

Deputy Regional Director of the Southeast Regional Of- 
fice. He was promoted to the position in February 1974. 

From August 1971 until February 1974, Mr. Stanion 
served as Superintendent. Virgin Islands, and during his 
NPS career has held many positions since beginning as a 
Seasonal Park Ranger nearly ciglu years ago in Grand 
Teton. 

TOURISM MANAGEMENT AT NORTH- 
EASTERN STATE COLLEGE. 
TAHLEQUAH, OKLAHOMA 

In 197J the Northwestern State College, the Chero- 
kee Indian Tribe and the State of Oklahoma initiated an 
educational program in tourism management and recica- 
tional development which leads to a Bachelor of Science 
degree. 

Indian tribal representatives expressed a need for 
individuals trained m ihe field of tourism and recrea- 
lional development and were especially interested in 
having their own young people trained as managers and 
resource developers. 

A planning group consisting of Wilma Victor. Special 
Assisiani to the Secretary. Ben Reifel. consultant for 
NATIONAL PARK SERVICE. James Watt. Director of 
the BLREAU OF OUTDOOR RECREATION and col- 
lege officials went to work to provide resource instruc- 
tors, contacts for internship and funding. 

This summer, after two years of operation the college 
is requesting summer jobs. 

Interest in this program has been very high and young 
men and women of all races have enrolled. Although 
most are finishing iheir sophomore year this^ring. two 
arc graduating, since they had completed business 
management courses before enrolling in the Touris;-' 
Course. 

In April Ms. Victor interviewed students from the 
tourism class for summer jobs in the regional offices of 
Ihe Bureau of Ouidtn)r Recreation, some of these jobs 
have already been filled with these students. In addition, 
llie Bureau Personnel Officer and the FEO Officers arc 
awaiting formal certification of the graduates for con- 
sideration for full-time employment. Other tourism 
management summer internsliips arc being offered in all 
areas of tourism and recreation in Oklahoma and nearby 
States, Other Stale and Federal agencies arc seeking out 
these students for intern training preparatory to full- 
time employment. 
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DEPARTMENT OF THE INTERIOR 
Office for Equal Opportunity 

Office of the Secretary 

Vol. 2 No. 7 March 1974 

YCC CORPSMEN RECEIVE FELLOWSHIP 
GRANT 

Two Las Cruces, New Mexico students have received 
fellowship grants with the University of Michigan School 
of Natural Resources as the result of programs sponsored 
by the BUREAU OF LAND MANAGEMENT and the 
University. 

MISS Sandra Madrid and Miss Ginger Parker, both 
minoriiies. will enroll at the school for the fall semester 
1974. Full scholarship and other financial aid will be 
available to them. 

William K. Barker. District Manager for BLM in Las 
Cruces in making the announcement said the Youth 
Conservation Corps Yucca Camp, sponsored by BLM. 
had been asked by the University of Michigan Office of 
Minority Affairs to submit names of minority group 
corpsmcn who were uiterested in pursuing higher educa- 
tion in the field of natural resources. The school offers 
opportunities in forestry, outdoor recreation, fisheries, 
biology, wildlife management, and enviromnental educa- 
tion. 

The University is soliciting enroUmcni of minority 
students throughout all YCC camps and sponsoring 
agencies. Miss Madrid and Miss Parker will be the first 
YCC participants to enroll out uf the program sponsored 
by BLM. 

Miss Madrid is a senior at New Mexico Slate 
University and will be seeking a master's degree in 
outdoor recreation. She was employed as a group leader 
at Camp Yucca m 1973. Miss Parker, a 1973 Yucca 
Camp corpswoman, will graduate from Mayfield High 
School in Las Cruces at the end of this school year. She 
will enroll as a freshman seeking a bachelor of science 
degree. 

The Youth Conservation Corps Camp Yucca program 
provides summer employment for 20 youths on national 
resources lands administered by BLM. In addition lo 
work for wages, the 56-day summer program provides 
environmenial education and recreation, including camp- 
ing. 

Miu Sandra Madnd 

MissCintTCi Parker 

NATIONAL PARK SERVICE PROVIDES 
ENVIRONMENTAL EDUCATION TRAINING 

NATIONAL PARK SERVICE Northeast Region se- 
lected one woman and one minority to participate in the 
graduate program m Environmental Education Admin- 
istration at George William College. The objective of this 
program is to provide training to a select group of Park 
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Service employees in environmenlal education and inter- 
preialiun. This tiaintng should enable i\)e pariicipanis lu 
assume leadership roles in fostering public awareness of 
environmental quality, of man's impact on the environ- 
ment, and of human responsibility for harmonizing that 
impact in the interest of both human enjoyment and 
environmental iniegfity. The pru^ium consists of three 
full academic quarters. Successful completion of the 
program earns a Master of Science Degree m Fnvuon- 
mental Education Administration in June 1*^74. 

BUREAU OF SPORT FISHERIES AND 
WILDLIFE COISrriNUES COOPERATIVE 
WORK STUDY PROGRAM 

The BUREAU OF SPORT FlSHtRIES AND WILD- 
LIFE has embarked on an ambitious cooperative work- 
study program designed to facilitate the entry of female 
and minority group students into major Bureau occupa- 
tions following college graduation. To date the Bureau 
has negotiated thirteen cooperative work-study agree- 
ments with the following twelve colleges and univer- 
silies; Michigan State University; Amencan University- 
Washington, DC, Mississippi Valley Slate College; 
Tennessee Technological University; Bowie State Col- 
lege-Maryland; Northeastern Universiiy-Massachusctls; 
Virginia Polytechnic Institute: New Mexico Stale Univer- 
sity; Oklahoma State University; Stevens College- 
Missouri; University of Colorado; and Alpena Commu- 
nity College, Michigan. 

At the present lime there arc 26 students partic- 
ipating in the program.-seven women of which one is a 
minority, and ei^t minority males. These student 
trainees work in occupational areas ranging from fishery 
and wildlife biology, to law enforcement. 

The following are examples of some of the more 
successful cooperative agreements in offering practical 
work experience to females and minorities: 

Under an agreement with Amencan University, the 
National Aquarium is presently employing three marine 
biology students, of which one is a black female and one 
a black male. These students receive on-the-job training 
while conducting their own individual research projects. 
They also work with Bureau aquarists in collecting 
specimens, and maintaining and breeding a variety of 
marine and freshwater invertebrates. 

The Bureau's Albuquerque Region placed an Ameri- 
can Indian student and a Spanish surnamed student at 
the Bitter Lake National Wildlife Refuge under a 
work-study agreement with New Mexico State Univer- 
sity. That region also negotiated an agreement with 
Stevens College which is providmg training for three 
female students at the Columbia Fish Pesticide Research 
Lab at Columbia, Missouri. 

FIRST REGIONAL EEO CONFERENCE 
HELD IN ATLANTA. GEORGIA 
NOVEMBER 14-15. 1973 

Approximately 125 tietd and region headquarters 
managers. EEO Officers, Federal Women's Program 
Coordmaiors from the Sviutheasicrn United Slates met 
at Atlanta, Georgia to discuss the FbO program in the 
Departmeni of the Interior. The theme of ihe Con- 
ference was "'fcqual Opportunity tor All-Managements 
ChaUenge NOW." 

The best resource people available in ihe Federal 
governmeni and in private industry were speakers and 
workshop leaders. Ms. June Whelan, Secretary's Field 
Representative, gave the opening remarks • purpose and 
objectives, and Dr. Janet W. Brown. Duector. Office of 
Opportunities in Sciences. American Association for the 
Advancement of Science, gave the keynote address. The 
guest diimer speaker was the Honorable Maynard Jack- 
son, Mayor of Atlanta. 

Other regional conferences will be held during 1974 
at Portland, Oregon, and Denver, Colorado. 

CREATIVE CAREER DEVELOPMENT 
PROGRAM SPONSORED BY BUREAU 
OF LAND MANAGEMENT 

An experiment considered highly successful by the 
BURbAU OF LAND MANAGtMENT Training Officer 
and the Federal Women's Program Coordinator was 
conducted m November in Boise. Idaho. The program, i 
ihreeday creative career development experiment for 
women was conducted by a career development consult- 
ant. Alexander Methven, of Washington, D.C. The 
program was conducted for 26 women from the B'"e3u 
of Land Management in grades GS-4 through GS-13 who 
came from Alaska, Idaho, Utah and Washington, D.C. 

The object uf the experiment was to assess the value 
of a no men-only controlled atmosphere career develop- 
ment training exercise. Adclc Goss, Bureau FWK" and 
E. K. James. Bureau Training Officer have now reviewed 
the supervisory evaluations on the 26 employees and 
declared the expenment a success. Mrs. Goss stales the 
semuiar under Methven's instruction is now included in 
the Bureau's training catalog and is offered for FY "75 as 
an ungraded session for women in BLM. 

Ruth Graham. Assistant Director for the Depart- 
mental FtO program observed the three-day "live-in". 
Her comments, according to Mrs. Gns*, were most 
favorable. Mrs. Goss also emphasized the value of Miss 
Graham's presence as a boost to Ihe morale of the 
women employees who attended. Our women were 
gratified by the interr^t the Department is showing in 
the Federal Women* Program. 
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RECLAMATION NAMES BLACK DIVISION 
CHILE IN MID-PACIFIC REGION 

Ljwrcnce F. MatKock hjs hecri jppuinieti Chief, 
Division of Djia Piov:er>i.ing. MnJ-PjcIlk Region, \Mih 
headiiuarlers in Sjcrjiiiciilo. Cjlifiunu. This placcnteni 
has lesulicd in the first blatk diviiion chief in the region. 

Lawrence's career includes 11 years wiih the 
BtRhAl OF RfcCLAMATION. foi the last 4 years he 
has been directing the dcvelupinciil ol iiialheinalical 
models, using operations rese.irch lheoi\. for the Cenlral 
Valley Ptoicct Operaliuna Otlicc. During this time, he 
co-authored several professional papers on water re- 
sources oplnnuni operations techniques. Before being 
assigned lo Cenlral Valley Operations Office, he had 
spent 5 years in the hngineering AppliLations Branch of 
Data Processing and 4 years in the Division of Water and 
Land Operalions- 

Mr. HanciH-k received a B.S. Degree in Civil Ijiginecr- 
ing from Hov^ard University. Wjsliingloii. !).(" in I9b2. 
He was a participant in the Tenth Bureau Manager 
Development Program. 

MRS. MAYO IS ALASKA DIRECTOR 

PalMCta T. Mayu. .Acting Aljskj Regjonal M.in.igcr of 
the OIKKT Oh FQl-'AL OPPORTLNITY has been 
named by Inicnor Secretar> Rogers C. B. Morton lo 
assume the pobi permanently. Mrs. Mayo is the only 
woman Rcgn»nal Director in the DcpJiimenl. 

A f-cderal employee for 22 ycais and since l^b*-) the 
cunlracl conipliance officer. Mrs. Mayo will implement 
day-io-day pohcies and progiams involving equal em- 
ployment oppoMunity in the Interior Dcparlmcnl's 
activities in the 4*>rh Slaie. 

"Her career in private industr> and the F-ederal 
Covernnient, as well as her broad knowledge uf minority 

related matters in Alaska, have ably qualified her for this 
position." Secietary Morion said of Mrs, Mayo. 

He noted that her assignment requires close coords 
nation with Federal. Stale and municipal government 
officials, including the governor, union officials and 
[cprescnlalives of minority and women's organi/ations. 

Mrs. Mayo's Career includes 15 years in adininislra- 
livc positions in private mdiistry before she joined the 
I ederal Govcimiicni in 1951, She has held a number of 
pi.>sls in the Anchorage Federal Hxeculive Associalii>n. 
including secretary oi the F.qual Employment Opptv- 
tumly C'oimmitee and first chaiiinan of the subcon>- 
mti lee on status of women. 

In 1968. she won the AsscKialion's Outstanding 
Woman Federal Employee o( the Year award. Her civic 
ser\ii.e includes being Conmiissionei of the Anchorage 
Human Relations Ctunmission and Federal advisor to the 
Alaska Plan Policy Board. 

PERFORMANCE AWARD TO FEDERAL 
EMPLOYEE 

riaine T. Todd. Fqual Opportunity Technician, of 
the EQUAL OPPORTUNITY ALASKA REGION 
OFFICI , was presented a quality salary increase at a 
Siaff meeting held December 27. 1973. .She was cited 
for the outstanding performance cmering the period oi 
service fiom April 15, 1*)72 through March ^\, 1973. 
Ms. Todd, a truly self-molivaled person, places the 
mission, policy and procedures of the Agency above aJt 
else. Her unceasing, cheerful efforts cxeniplified in the 
performance of the extremely heavy workload is truly 
an atinbule to be cnuilaled by all. 

She has been in the employ of the Federal Govern- 
ment for ] 1 years. 
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RECLAMATION EMPLOYEE RECEIVES 
EEO ACHIEVEMENT AWARD 

The BUREAU OF RECLAMATION Engineering and 
Research Center. Denver. Colorado presented Alonzo 
Rue a S250 Special Achievement Award for outstanding 
service in the tEO Program. Through his many activities, 
Alonzo has earned a reputation with employees, man- 
agers, and personnclists for fairness and thoroughness in 
resolving complaints as a KEO Counselor, He is dedi- 
cated to involving and informing all center employees of 
the EEO program, and assuring that the program is 
responsive to the needs of the employees, the commu- 
nity and also those of management. 

With all of Mr- Rue's counselor related activities he 
has displayed an overall concern for both the EEO 
program and the E & R Center organization. This 
dedication has resulted in an exceptional contribution lo 
the center which fully merits being formally recognized 
through an award. This EEO award is the first of its kind 
given in Reclamation outside the Washington, D.C. 
Office. 

MANAGEMENT BY OBJECTIVES FOR 
CAREER GOAL 

The BUREAU OF OUTDOOR RECREATION Fed- 
eral Women's Program Coordinator, Elizabeth Gillette, 
has introduced a new concept in career planning as 
outlined in the following memorandum to all BOR 
women: 

The Bureau of Ou tdoor Rec reation has a very 
effective method for getting where we want to go-the 
Management by Objective system. For over a year, the 
Bureau has increased work efficiency through MBO 
because we have set goals, outlined tasks to achieve the 
goals, and set deadlmes for completion of the tasks. 

If the MBO system has worked so well for the 
Bureau, it follows that the MBO system can work well 
for us as mdividuals. We can use MBO lo set personal 
career goals (What kind of work do 1 want to do one 
year from now? In three years? Ten years?); outline 
(asks to help attain the goal (Do I need more education, 
job experience, or training''); and set deadlines for 
completion of each task. Once we decide upon our goal, 
put it in writing, and determine what we must do to 
attain the goal, we have a better chance of getting there. 

Too often, women (and many men) work on a 
day-to-day, job-to-job basis, moving into new positions 
of slightly more responsibility and salary when such 
opportunities arise. Some people prefer this type of 
career advancement. But many become frustrated when 
the lack of career direction results in positions of 
relatively low responsibility, salary, and professional 
expertise. 

As wc approach a new year, let's equip ourselves with 
long-range career plans. The career goal mapping can 
benefit us as employees and help our supervisors. Once 
supervisors know what we want out of our work at 
BOR, they will belter be able to counsel and direct us 10 
the right sources. The Personnel Office, too, will be 
better able to serve us if they know our goals. 

FEMALE IN THE WOODS 

Another stereotype bites the dust when Karen Reeves 
takes to the woods in her job as forestry technician. 
Formerly a citadel of male dominance, forestry is 
attracting more and more women like Karen who arenM 
letting old images gel in the way of personal interest and 
aptitude. 

Karen, a transplant front Pittsburg. Pennsylvania, 
spends her summers in the Missoula District of the 
Bureau of Land Management working on various aspects 
of timber sale preparation, tree planting survival surveys, 
and doing other general forestry related work. She 
attends the University of Montana School of Forestry 
where she is in her third year, and she hopes to work as a 
professional forester after she completes college. Ob- 
viously evident from her photograph, she greatly en- 
hances the aesthetics of the forest environment. 

FEMALES SELECTED FOR TRAINING IN 
LAND LAW EXAMINER SERIES 

BUREAU OF LAND MANAGEMENT by utUizing an 
upward mobility announcement selected three women 
(pr (raining in the Land Law Examiners Series. Two of 
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these women were personnel clerks jnd Ihe other j 
secretary. The pyrticipanis attended a live week land law 
seminar in PhoenLx. Arizona, which was conducted by 
Ihc Bureau. Upon completion of the course work, these 
women will be assigned to the Alaska area, to aid with 
the Native claims workload. 

RECLAMATION NAMES EQUAL 
OPPORTUNITY OFFICER 

Hardi Jones, who has been h'qual Opportunity OfTicer 
for the U.S. Naval Oceanographic OtTiLC in Suilland. 
Maryland, since July |97I. entered on duty m the 
BURtAU OF RtCLAMATION'S Washrngton, DC. 
office on January 21. 

Mr. Jones began Covcrnmenl service in 1962 as an 
oceanographer with ihc National Oceanographic Data 
Center in Washington. D.C. In 1%3. he translcrred to a 
similar position with (he Bureau of Commercial f-ishcriei 
in the Department of the Interior. In 1^)65, he was 
promoted and transferred to the U.S. Naval Oceano- 
graphic OlTice. 

He obtained his 3S degree in mathcnialics from St. 
Paul's C ollegc in 1962 and did graduate work in 
Mijihemalics at the University of Maryland and George- 
town University. 

PORTLAND FEDERAL WOMEN'S WEEK - 
NOVEMBER 12-16. 1973 

Portland Federal Women's Week, sponsored under the 
auspices of the Portland Federal Fxeculive Board, was 
for Ihe purpose of examining the historical and cultural 
background of problems which working women face 
today; reviewing a career program as it applies to 
women; sharing with women and management the 
awareness of the changing role of women in Federal 
service and educating them to recognize their own 
abilities, opportunities and responsibilities; and moti- 
vating both women and management to support the 
changing role of women in Federal service through a 
change in attitude and a deeper commitment to upward 
mobility and self-development. 

inllJIi^ 'y 

Wft T 
-^f>;..^jB 

Bonncvitle's Administrator, Mr. [)onald Paul Model, "kicking 
off' Portland I cdcral Women's Wcclt. m BPA\ auditonum. 
Lookinf on arc Maxy WeintKrfper, Bonnvillc\ I cdcral Woman's 
Propdiii Coordinator; Refinald M. Kaiser. BPA's tqual Oppor- 
tunity Offitet, Marprcl Ljinblc, Chairwoman. BPA'I Women 
Advisory C>roup. 

Bonneville's Administrator Mr. Donald Paul Model 
advised that Bonneville is committed to the overall EEC 
program (of which the Women's Program is an integral 
part) and that it receives the continued support of top 
management. 

He recalled that the Federal government pioneered 
equal opportunity for women, in that the Civil Service 
Act of 1883 established the merit sysietn under which 
women could compete in civil service examination on 
the same basis as men. 

He stated there is progress being made a$ far as 
women's advancing to positions of responsibility. With 
the new focus on contributions of women in the labor 
force. Uncle Sam has assumed the role of the forerunner. 
Today, more than ever, there are special programs and 
opportunities which can help women to advance their 
career interest. 
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He feds there is no appareni reason why men and 
women working logeihet to set any style cannul develop 
professions in which both men and women, bringing 
some of the same and different abilities of each, will do 
very well. What the specially gifted of either sex can 
accomplish as innovators, others of both sexes can learn. 

As part of the wrap-up of Portland Federal Women's 
Week, Bonneville's Administrator presented four 1-T:0 
Awards to the women who had chaired the Women's 
Advisory Group since its inception. 

The Women's Advisory Gioup (WAG) was established 
in 1969 to provide advice on the special concerns of 
women and to insure thai affirmative action plans for 
the LEO program are designed to elmiinaie barriers to 
the full employment of women at all levels and in all 
occupations. 

Women receiving the tKO Award are Pearl V, 
English, Kathleen H. Casellon. Valora M. Thiessen, and 
Earline Josei^. 
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DEPARTMENT OF THE INTERIOR 
Office for Equal Opportunity 

Office of the Secretary 

Vol. 2 No. 6 December 1973 

SECRETARY MORTON SPEAKS AT 
FEDERAL WOMEN'S PROGRAM ASSEMBLY 

On September 20, all employees in the Washington 
area were invited to the first of a series of meetings 
sponsored by the Department's Federal Women's Pro- 
gram Coordinators and the OFFICE FOR EQUAL 
OPPORTUNITY. Prior to the talk by the guest speaker 
Dr. Eslelle Ramey, Professor of Physiology and Bio- 
physics. Georgetown University Medical School, Secre- 
tary Morton presented the following message: 

I am delighted to welcome each of you to the first 
genera] assembly sponsored by the Department of the 
Interior's Federal Women's Program Coordinators and 
the Office of Equal Employment Opportunity. We are 
especially priviledged to have Dr. Estelle Ramey of 
Georgetown University with us today. 

Dr. Ramey, as you know, had a distinguished career 
as a scientist, educator, and advocate of women^s rights. 
In addition she shares the distinction recently accorded 
the National Football League's most valuable player, 
Larry Brown, as a "1972 Washingtonian of the Year." 

Each of us is here today for one reason: our concern 
for equal opportunity. 

Unfortunately, however, too many of us in govern- 
ment, and in the private sector lose sight of the critical 
fact that our national quest for "equal opportunity" is 
based not on minority rights-but on human rights. 

Our legacy of human rif^ts is sketched in the 
continuing challenge to match the aspirations of our 
people with the aspirations of our laws. This quest has 
captured the spirit and energies of our people for almost 
two centuries. Fortunately at least from the standpoint 
of law-human rights' questions will have been resolved 
at last. For when the Equal Rights Amendment to the 

Mr*. Wilmi Victor, Department Federal Women'i Program Coordmaloi, Secretary Rogcn C. B. Morton and Ur, Ejtelle Ramey 
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Constitution is ratified-as we all hope it will be within 
the next year or so-the last remaining obstacles to 
"equal opportunity" for ail Americans, will have been 
put aside at last. 

There is a limit, however, to the amount of change 
any government can legislate. Without the personal 
commitment and involvement of every American, the 
horizons of "equal opportunity" will be conHned to the 
locus of our law libraries, our tribunals, and our courts. 
This appHes to the Nation-and to this Department. 

America's women have asked only that they have the 
freedom to make their own choices, and to match their 
personal abilities and ambitions with achievements. 
Making that a reality, however, involves far more than 
another law. 

As President Nixon said in his March 1973 Human 
Resources Message: "Now that equal opportunity is 
clearly written into the statute books, the next and in 
many ways more difficult step involves moving from 
abstract equal rights to concrete economic opportuni- 
ties." 

That is why we are here today, and that is what each 
of us must work towards. 

Members of the Secretariat and other key manage- 
ment personnel at the bureau level are familiar with the 
goals and major thrusts of the Federal Women's Pro- 
gram. I unequivocally support those goals. 

Today I would like to again call on everyone willun 
the Department of the Interior to re-examine their own 
attitudes and values regarding the role women can and 
must play in managing our natural resources, as well as 
our efforts to serve the vital needs of our first 
Americans. 

It is time to put aside the elusive prejudices, and 
absurd misconceptions that affront opportunities for 
women and our national mtelligence. The fact remains, 
discrimination against women or any individual is not 
only illegal and against any moral principle-it results in 
underutilizing   our   nation's  most   vital   resourcc-our 

We have made great progress in the last few years. 
Let's commit ourselves ^gain today to extending that 
progress into a new era, where equal opportunity is a 
matter not only of law-but of reality. 

Thank you. 

UPWARD MOBILITY 

Career Advancement for Para professionals 
through Training and Educational 
Development (CAPTED) 

The NATIONAL PARK SERVICE has three em- 
ployees participating m program CAPTED at American 
University, in Washington, D.C. Until recently Jackie 
Baum, Cynthia  Brown and  Ruby Scott held clerical 

positions with Umited potential for advancement in the 
Washington Office of the National Park Service. All 
three individuals now are enrolled in a new upward 
mobility program which, if successfully completed, will 
result m a college degree and professional status for 
each. 

This recently initiated concept in Upward Mobility 
Programs is called CAPTED (Career Advancement for 
Para professionals through Training and Educational De- 
velopment). This program, operated in conjunction with 
American University, and funded through the NPS 
Office of Equal Employment Opportunity, provides 
non-professional National Park Service employees, GS-2 
throu^ GS-5, the opportunity for combined on-the-job 
training and academic courscwork which can lead to a 
professional position as well as the opportunity to 
obtain a college degree in three calendar years. 

For the initial segment of the CAPTED program, the 
Service received 29 applications, three selectees were 
chosen by an evaluation board. Each CAPTED selectee 
will spend 20 hours a week in class (or classroom related 
activities), and 20 hours per week in paraprofessional 
assignments specifically designed to give on-lhe-job 
training. 

Further, CAPTED selectees will receive a one-grade 
promotion through gradual assumption of duties for 
each year sucessfuUy completed in the program. Upon 
finishing the program, the CAPTED selectees will be 
promoted to the next higher professional grade. 

Mr. Edward E. Shelton, Director, Office for Equal 
Opportunity has promoted Ms. Patricia Mayo to 
the position of Regional Manager for the Alaska 
Region. Ms. Mayo is the only woman Regional 
Director in the Department. 

Ms. Pitrfda Mayo 
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BONNEVILLE POWER ADMINISTRATION 
EEO OFFICER HEADS MINORITY BUSINESS 
ENTERPRISE PROGRAM: INCLUDING EEO 
GROUP AWARD 

BONNEVILLK POWER ADMINISTRATION'S Mi- 
nority Business Fnlerprise Program has been expanding 
gradually. In fiscal year 1971, one contract for S20.500 
was let; in fiscal year 1972. three contracts for $452,000 
were awarded to minority firms: and in fiscal year 1973 
Bonnevillc let nine contracts for $657,800 to four 
minority firms. 

Tlie contracts were for construction projects, jani- 
torial service, guard service, technical design service and 
transmission line right-of-way maintenance. Over the 
past three fiscal years, BPA has gone from zero to over 
$1,130,300. Besides the obvious dollar benefits derived 
from such work, minority-owned businesses have had 
the opportunity to develop management and business 
skills on a level that was unattainable to them in 
previous years. 

In devclopmg the Minority Busmcss Enterprise Pro- 
gram for Bonneville Power. BPA's Equal EmploymenI 
Opportunity OlTicer assumed the responsibility. Al- 
though he received the cooperation of many employees, 
four employees recognized the need for such a program 
and gave their whole-hearted support—taking care to 
make certain that Bonnevillc Power's interests were 
protected and that the Administration received dollar 
value for dollar spent. The result was that all of the 
contracts were completed on a timely and lugh quality 
basis. In recognition, a monetary EEO group award of 
$1,000 was gjven to the four employees. 

NEWLY APPOINTED EEO SPECIALISTS 

Mr. Andrew Lawson has jonied the EEO staff of the 
BONNEVILLE POWER ADMINISTRATION to coordi- 
nate Bonneville's American Indian and Spanish-Speaking 
programs. Mr. Lawson. an enrolled member of the 
Tsimpshian Tribe, Metlakalla, Alaska, is a graduate of 
Portland State College and the Pennsylvania State 
University. Mr. Lawson served with the education 
program of the Bureau of Indian Affairs before joining 
BPA. 

The BUREAU OF MINES has filled Iwo EEO 
positions. Virginia Gilbertson joined the staff as the 
Bureau's Federal Women's Program Coordinator. She 
came to the bureau from the D.C. Government and the 
Department's Office for Equal Opportunity where she 
served as Contract Compliance Officer. A native of 
Denver, Colorado, Ms. Gilbertson is a first generation 
American, Because of her Bulgarian ancestry she has 
been able to make a meaningful contribution to the 
Hospitality and Information Service, which extends 
hospitality to diplomats and their families, and to the 

Mr. Andrew Ljwion 

Mi. Viiginij Gilbertson 

International Visitors Service Council which is preparing 
to assist foreign visitors expected during our American 
Revolution Bicenienial Cclcbiation. 

Ralph Hay has been selected as the Deputy EEO 
Officer for the Bureau of Mines and the Mining 
Enforcement and Safety Administration organizations 
West of the Mississippi. Mr. Hay has been serving as 
Chief, Employee Relations and Services Section of the 
Branch of Personnel m the Western Administrative 
Office. In addition he has served as EEO Coordinator. 
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MT. Ralph Hiy 

Mr. Hay has been recognized by both the Bureau and (he 
CSC for his outstanding contributions to personnel 
nunagenient. He was elected tu membctship in Phi Beta 
Kappa when he received his B.S. degree from the 
University of Utah. 

MAY THE BEST MAN WIN 
By Barbara Payne 

Barbara Payne, Equal Opportunity and Training 
Officer, has been busy getting to know the enipluyees. 
supervisors and Managers of the BUREAU OF SPORT 
FISHERIES AND WILDLIFE since she joined the staff 
of that Bureau a year ago. Ms. Payne has made informal 
field visits, has participated in un-sitc personnel manage- 
ment evaluations of bureau installations, and has spoken 
before groups of bureau (op management officials. The 
following is one of the speeches she has made to 
supervisors and managers to piovide greater insight into 
equal opportunity. 

We've all heard the referee tel] title bout con(enders 
to go to their corners and at the sound of the bell come 
out fighting. Bu( (he most exciting thing the referee says 
before starting (he bout is, "May the best man win!" 
What spectators see next is a contest between (wo 
people of similar physical prowess and like ability. When 
the fight is over the man who has performed the best 
does in fact win. 

But here in the Federal Government does the best 
man win? Many of you would say, "Yes indeed, the best 
man does win! Why we have the merit system to assure 
that we get the best qualified man." This is true to a 
degree, in many instances, the best man does win-He 
wins by getting the promotions, the opportunities for 
training, and the meaningful assignments. In fact, the 

winner generally is a man and usually one who is not a 
member of a minority group. 

In response to this statement some of you would 
probably say. "In order to work within the merit 
system, it is impossible to hire, promote, and train 
minorities and females." If you are one of those who 
feel this way, I would like to challenge you by saying 
that equal opportunity for all can be achieved within the 
System and there is concrete evidence to substantiate 
this statement. 

Then there are those who view equal opportunity as 
Discrimination In Reverse and we all know that discrimi- 
nation in any form rubs against the very moral fibers of 
our society. In response to those who feel this way, I 
wish to present a little, over-simplified, philosophy 
behind the EEO program. 

Let's go back to the boxing match, which I described 
earlier. However, this time we'll assume that the con- 
tender is blindfolded, handcuffed, and attached to a belt 
buckled to his waist is a chain connected to SO-lb weight 
which is dragging on the fioor. Whfle on the other hand, 
the defending champion has no restraints. I'm sure each 
of you would agree that it is virtually impossible for the 
boxer with the restraints to win. 

However, I submit that these arc exactly the kinds of 
insurmountable obstacles women and minority group 
members have been up against in their quest for equal 
opportunity. Let me clarify this further by citing 
examples of restraints affecting minorities and females. 
For instance, the blindfold represents lack of educa- 
tional opportunities, the handcuffs represent qualifica- 
tion standards which are not job-related, and the 50-lb 
weight represents employment ghettoes to which classes 
of employees are relented to perform the less meaning- 
ful work al the lowest grade levels. 

Many people believe thai these barriers were removed 
by taws and rulings such as the Supreme Court Decision 
of 1954, The Civil Rights Act of 1964. the Voting 
Ri^ts Act of 1965, etc., so why are special con- 
siderations needed now. 

The answer is that these laws did, indeed, remove the 
restraints, but we must take into consideration the fact 
that the title bou( was in the tenth round when the 
restraints were removed and resuming the contest at that 
point would not provide the contender with a fair 
chance because the champion has gained so much during 
the first nine rounds that the contender has no hope of 
ever catching up. Therefore, even if we resume (he bout, 
the best man may not necessarily win. 

Here is where Public Law 92-261, more commonly 
known as (he Equal Opportunity Act of 1972. comes 
into the picture and what it docs is to require every 
Federal agency to initiate programs, such as Upward 
Mobility and Cooperative Education, which will give 
minority group members and females an opportunity to 
catch up. 
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To assure that these programs are fully operative in 
every Federal agency, the Civil Service Commission is 
vested with enforcement authority under the EEO Act. 
What this means to each of us in the U.S. Department of 
the Interior is that not only are we required to take 
affirmative action to insure equal opportunity, but the 
Civil Service Commission will be checking on the quality 
of our plans of action and requiring remedial steps when 
ihey determine it is necessary. 

If in fact we arc not able to reach the goals set forth 
in Departmental. Bureau and Regional Affirmative 
Action Plans, wc must be able to show that we have 
hiade a Good Faith Effort. In other words, we must have 
concrete evidence which shows that it is impossible to 
hire, promote, and train females and minorities. 

At the Departmental EEO Conference earhcr this 
year, lop managers working for Interior throu^out the 
country were shocked to hear the Director of The Equal 
Empioynient Opportunity Conmiission say in his open- 
ing remarks, that if the Department of the Interior was a 
private employer, in a matter of two minulei. EEOC 
could establish a prima facie case against us based on our 
own statistics. Needless to say. most conferees were 
quite relieved to learn that EEOC has no jurisdiction 
over the Federal Government. 

Even though. The Civil Service Commiaion does not 
have the authority to take a Federal agency to court. 
like EEOC; however, they can require a Federal agency 
to promote or award back pay to an employee or group 
of employees based on information obtained from 
piomotion records, training records, etc., which reveal 
patterns of discrimination. 

In other words now an employee does not have to file 
a complaint of discrimination. If on a routine review of 
your records the Civil Service Conunission determines 
that women and/or minority group employees are 
traditionally excluded from certain occupations and 
grade levels, the Commission can rule that the Depart- 
ment of the Interior discriminates on a de facto basis. 

In passing the EEO Act of 1972, there was consider- 
able controversy in Congress in deciding whether to vest 
enforcement authority with the Equal Employment 
Opportunity Commission (EEOC) or the Civil Service 
Commission (CSC). The CSC wanted this power and 
pleaded its case. Congress agreed to give enforcement 
authority to CSC on the condition that this authority be 
used on Federal agencies. I have been assured by the 
CSC, that they plan to mvoke all of their enforcement 
authority if necessary to prove to Congress that they can 
get the Federal government into good shape. 

So you see. equal opportunity is serious business. 
We've moved from a generation of passive tolerance to 
one of active involvement and I urge each of you to 
earnestly engage in activities which will help lo improve 
the record for you alone hold the key to our success. 

In closing. I must acknowledge the innovative ap- 
proaches and positive efforts expended by hundreds of 
departmental managers throughout the country. 

Pm sure you know, however, that there is much more 
to be done. More programs must be implemented thai 
will indeed evidence management's commitment and 
good faith efforts, but more importantly llicy will help 
you in accomplishing your mission by insuring that the 
"Best man (ur Woman) Does Win." 

INTERIOR TO.ASTMASTERS CLUB- 

Equal Opportunity fur Women 

"Toastmasters for Men on the Move," the slogan of 
Toasimasters International now must be changed to: 
"Toasimastcrs-for Men and Women on the Move." 

The Department of the Interior's chapter of Toast- 
masters International meeting in Washington D.C. has its 
first woman president, administrative vice president, and 
scrgcant-al-arms. Kathy Wood Loveless, president; 
Barbara Payne, administrative vice president; and Jean 
Keating, sergcanl-at-arms comprise possibly the highest 
number of women officers in any one Toastmasters club 
in the world. 

Toastmasters began as a "male only" club with the 
purpose of developing members' speaking and leadership 
abilities. With clubs in nearly every city in the United 
States and many m foreign countries, Toastmasters has 
developed men's communication skills since the I'^.O's. 

But in 1971 several Interior Toastmasters felt it was 
time 10 open its doors to women. Supported by the fact 
that the Federal Government would not allow discrimi- 
natory practices on its facilities, the club petitioned 
Toastmasters World Headquarters. Exception was 
granted to the club even (houj^ the 1971 International 

Kdlh> Lovek-tt, Prcsidi-nl 
InlerJot Toastmastfn Club 
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Convention had voted by more than 5 to I not lo allow 
women members. 

Only two years later, last August, the International 
Convention passed a resolution by 7 to I pennitting 
clubs 10 admit women without petitioning World Head- 
quarters. 

The greatest tribute to the Interior club is not only 
that it no longer discriminates against women, but that it 
has members of nearly every minority race and many 
religious sects. All individuals work together toward a 
single goal>self development through public speaking. 

PRE-COLLECE EDUCATION OF 
MINORITIES IN EARTH SCIENCE 
PROGRAM 

Geological Survey personnel are in direct contact 
with students and teachers of the Washington Metropoli- 
tan area in an effort to increase awareness amung urban 
minority groups and inform them of the opportunities in 
the geo-scicnces. Volunteers from Survey with the help 
of a full-time earth science education specialist are 
working on a variety of projects during the course of the 
school year. The planning and coordination of the 
projects is carried out throu^ the group called the 
Pre-Collegc Education Committee. 

The committee works with and assists local school 
systems in teaching the fundamentab of earth science by 
using the real world as a laboratory and thereby showing 
the student how the gco-sciences affect his daily life. 
The general approach is summed up in the following 
goals: 

1. Work through the science supervisors with ele< 
mentary. junior and senior high schools. corKen* 
trating on those schools with minority enroll- 
ments. 

2. Develop local Odd guides and organize teacher- 
training seminars in their use. 

3. Develop and implement teaching units for stu* 
dents to apply textbook earth science principles 
to the outdoors. 

4. OlTer demonstrations of geology that can be seen 
in local school yards. 

5. Cooperate with teacher-training and methods 
courses in local colleges and environmental edu- 
cation centers. 

6. Coordinate with other federal and local govern- 
ment agencies in fostcrmgund setting up exhibits 
dealing with local geologic history. (One facet of 
this is an attempt to set aside select geologic 
outcrops to be used as teaching aids.) 

7. Stimulate the teaching of apphed earth science to 
prepare for advanced tramtng of students slilu- 
laled in the pre-coUege programs. 

8. Point out to students who are not necessarily 
college oriented that there are many opportuni* 
ties in the earth science field as technicians, 
para-professionals, etc. 

9. Have students work directly with scientists on 
specific IcKal geo-science problems. 

10. Assist and provide support to teachers involved 
in elementary and secondary earth science 
programs. 

Special Awards for Summer Aids 

The BONNEVILLE POWER ADMINISTRATION 
each year grants awards of S25 to outstanding 
summer aids Supervisors are asked to' identify 
deserving candidates after carefully considering 
these employees in terms of punctuality, ability to 
work with others, ability to follow instructions, 
productivity, and other appropriate factors. Nomi- 
nations are screened and approved by the Incen- 
tive Awards Committee 

Bonneville awarded special achievement awards 
to 49 summer aids this year, 32 of whom were 
women. 

Management Talent Identified 

A BUREAU OF LAND MANAGEMENT minority 
female who served as a secretary for 12 years was 
identified as having managerial potential. She was 
selected for and has successfully completed the 
Departmental Manager's Development Program. 
Following completion of the program, she was 
promoted and reassigned to a professional position 
in the field. She now is serving in a staff position 
to a supervisor for u^om she worked years earlier 
as a secretary. 

40-120 O - 75 - W 
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ADELANTE 

FORWARD 

CON HABLA ESPANOS EN EL 
DEPARTAMENTO DE RECURSOS 

NATURALES 

WITH SPANISH-SPEAKING 
AMERICANS IN THE DEPARTMENT 
OF NATURAL RESOURCES 

- THE DEPARTMENT OF THE 
INTERIOR 

IN RESPONSE TO THE PRESIDENT'S SIXTEEN 
POINT PROGRAM FOR EMPLOYMENT OF SPANISH 
SURNAMED AMERICANS IN THE FEDERAL SERV- 
ICE ANNOUNCED ON NOVEMBER 5. 1970. THE 
DEPARTMENT OF THE INTERIOR CONVENED ITS 
TOP MANAGERS FROM SELECTED STATES IN THE 
SOUTHWEST IN A CONFERENCE TO DISCUSS PRO- 
GRAM IMPLEMENTATION. 

AS A RESULT OF THE CONFERENCE HELD IN 
DENVER, COLORADO, DURING FEBRUARY 1971. 
THERE HAS BEEN A STEADY INCREASE IN THE 
EMPLOYMENT OF THE SPANISHSURNAMED 
THROUGHOUT THE DEPARTMENT. IN ADDITION. 
THE ASSIGNMENT OF SPANISHSURNAMED TO 
SIGNIFICANT MANAGEMENT AND DECISION- 
MAKING POSITIONS HAS BEEN ON THE IN- 
CREASE, 

THE PAGES THAT FOLLOW PORTRAY A 
SELECTED FEW OF THESE POSITION INCUMBENTS 
IN A VARIETY OF IMPORTANT FUNCTIONS. 

EMPLEADO  DEL  SERVICIO  DE  PARQUES 
NATIONALES COMPLETA 37 ANOS 

Luis A. Gastellum, Chief OfHce for Operations 
Evaluations, National Park Service. Southwest Regional 
Office. Santa Fe.Ncw Mexico. 

On June 12. 197.1, Luis Gastellum will culminate a 
brilliant 37 year career with the National Park Service. 
Over the years he has filled various positions at Kings 
Canyon, Grand Canyon, and Yellowstone National 
Parks. He served twice in the Washington Office, once as 
the Director of the Job Corps. He has had two 
assignments in the Southwest Regional Office. Not only 
did his varied assignments keep him hopping across the 
continental United States but they took him to foreign 
lands, including Lima, Peru, where he participated in 
cooperation with the Department of Commerce as a 
Public   Relations man for the National Park Service 

promoting VISIT USA, and to Caracas, Venezuela, in 
cooperation with the Department of Tourism. United 
States Agency for International Development. Being 
designated as official U.S. Government observer with the 
Chilean expedition to Antarctica for the 1961-62 period 
was a highlight in Luis' career. 

HABLA ESPANOS EN OFICINAS 
PRINCIPALES QUE OCUPAN POSICIONES 
IMPORTANTES 

Manual Lopez, Jr. is in charge of the OFFICE OF 
SALINE WATER, Western US. Water Plan Office in 
Denver, Colorado. Mr. Lopez represents the Director of 
the Office of Saline Water on the Western U.S. Water 
Plan Study Management Team. The team is developing a 
general plan designed to meet the water requirements of 
the eleven western states. Mr. Lopez is a gradtjate of the 
University of Colorado with B.S. and M.S. degrees in 
engineering. He has been awarded the Department of the 
Interior's Meritorious Service Award for his important 
contributions in the field of structural engineering and 
water desalination. 
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Ben Tafoya, an Industrial Specialist with the OFFICE 
OF OIL AND GAS. Washington. D.C.. also has been 
recognized by the Department for his outstanding 
services. In December 1972. he received a Quality 
Increase. Mr. Tafoya. who received his law degree from 
George Washington University, develops policies and 
procedures affecting emergency preparedness and oil 
import activities. He is responsible for the organization 
and operation of Industry advisory commitiees and 
task-force groups. 

Ernest R. Rodriguez serves as Senior Staff Engineer in 
the BUREAU OF MINES. Division of Mining Re- 
search-Health and Safety, Washington, D.C. Smce the 
start of his career as a mining engineer with the Bureau 
over twenty year ago, Mr. Rodriguez has served in health 
and safety activities at Bureau msiallations in Phoenix, 
Denver, and Spokane in addition to Washington. D.C. In 
1970, Mr, Rodriguez received a Special Achievement 
Award for developing a health and safety research 
program to meet the provisions of the new Coal Mine 
Health and Safety legislation. Mr. Rodriguez received his 
mining engineer degree from the University of Nevada. 

Eugene F. Suarez is Chief, Judicial Prevention and 
Enforcement Services. BUREAU OF INDIAN 
AFFAIRS. Washington, D.C. He is a graduate of the 
University of Arizona with a B.S. degree in political 
science and police administration. Prior to Joining the 
Bureau of Indian Affairs. Mr. Suarez was a Public Safely 
Officer in the Agency for International Development 
and an Instructor in the Pan-American Police Academy. 
In his present position, Mr. Suarez serves as the Bureau's 
Law Enforcement Officer. He provides technical assist- 
ance to over 600 tribal and bureau law enforcement 
personnel on 87 reservations. Mr. Suarez has served as a 
consultant to the White House Conference on Children 
and Youth; the President's Commission on DrugAbuse; 
the President's Task Force on Crime; and. the President's 
Commission on Pornography. 

HABLA ESPANOS EN PUESTOS DE 
RESPONSABILIDAD 

BERNARDO F. GROSSLING, PH.D. 
RESEARCH GEOPHYSICIST. GEOLOGICAL 
SURVEY. WASHINGTON. DC. 

Dr. Grossling serves as an expert consultant to the 
Director on Geologic. Geophysics, computer, and engi- 
neering matters and is doing research on the unorthodox 
application of the human vision system to the interpreta- 
tion of data in Earth Sciences, utilizing odor vision, 
stereopsis and optical illusion. 

Dr. Grossling is a naturalized U.S. citizen born in 
Chile. South America. He has degrees in Civil and 
Electrical Engineering from the University of Chile; M.S. 
degree in Geological Sciences from the California Insti- 
tute of Technology; D.I.C. in Mathematics from the 
Imperial College of Science and Technology; a Ph.D. in 

Geophysics from London University;and, acertificate in 
the economics of national security from the Industrial 
College of the Armed Forces (Washington. D.C). 

Before joining Geological Survey in 1964, he worked 
for the Inter-American Development Bank as Acting 
Chief of the Engineering Division, and as Technical 
Advisor with the California Research Corporation, a 
subsidiary of Standard Oil Company of California. He 
participated in (he establishment of Chile's petroleum 
industry, first as Chief Geophyscist and later as Explora- 
tions Advisor of the Empresa Nacional del Petrolco. 

Dr. Grossling was elected Fellow of the Royal 
Astronomical Society and is a member of Sigma Xi. 
SEG, American Economic Association. Geological Soci- 
ety of Washington, and Fellow of GSA and of the 
Washington Academy of Sciences. 

Dr. Grossling has published about 50 papers on 
engineering, economics, geology and geophysics. 

HORIZONTES    NUEVOS    PARA    HABLA 
ESPANOS 

The Department of the Interior Equal Employment 
Opportunity Plan for Fiscal Year 1974 requires the 
appointment of coordinators for the Sixteen-point Pro- 
gram in major field installations located where there are 
significant Spanish-speaking populations. In addition 
public contact bi-lingual positions are being identified in 
these l(Kalions where knowledge of the Spanidi language 
is required. Some positions which have this requirement 
currently filled by Spanish-surnamed employees are Park 
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Ranger, National Park Service; Refuge Manager, Bureau 
of Sport Fisheries and Wildlife; Natural Resource Spe- 
cialist, Bureau of Land Management; EEO Specialist, 
Office of the Secretary; and, Personnel Management 
Specialist. BonneviUe Power Administration. 

Manuel Gomez, Research Chemical Eftgineer. 
BUREAU OF MINES, Office of the Director of Mining 
Research, Mines Systems Engineering Group, Denver, 
Colorado. 

Mr, Gomez conducts research to determine the 
efficiency of mining, deposit evaluation, and mineral 
resource sampling with particular emphasis on coal 
deposits; develops methodology and programs for an 
electronics digital computer to simulate deposits and 
deposit characteristics for analytical study in relation to 
increased productivity, increased underground coal mine 
health and safety, and the preservation of the external 
environment. 

Frank E. Rivera, Computer Specialist, Bonneville 
Power Administration, Division of Administration Man- 
agement, Portland, Oregon. Mr. Rivera serves on the 

Computer Application Board where he coordtnatei. 
directs, and develops the bureau-wide Bonneville Po*er 
Administration Computer Application Plan. He has an 
LLB Degree from LaSalle University and has heM 
positions with the U.S. Air Force and the U.S. PostaJ 
Service before accepting his present position. 

HABLA ESPANAS Y HABLA ESPANOS EN 
OTRAS OCUPACIONES IMPORTANTES 

Dorothy Corona, Budget Analyst, BUREAU OF 
LAND MANAGEMENT, Denver Service Center. Denver. 
Colorado. She started her career in the Department of 
the Interior, with the Bureau of Reclamation and his 
worked her way through the clerical-technical area into 
the professional field. As a Budget Analyst she helps 
prepare a variety of special budgetary and fmanciil 
reports for all levels of management, and she playj a 
major role in exercising control of the operating 
budget. 

Timothy Tafoya, Accountant. BUREAU OF LAND 
MANAGEMENT Denver Service Center, Denver Colo- 
rado. In the Division of Program and Financial Manafe- 
ment Mr. Tafoya performs a variety of professicMial 
duties which include reconciling control accounts, proc- 
essing disbursement documents, research and review 
irgarding operating procedures, and providing supervi- 
sion and guidance to lower graded staff members. Mr. 
Tafoya was an Assistant Housing Project Manager in the 
Sioux Army Depot in Nebraska before joining BLM. 
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Ciro Guerra, Irrigation System Manager, BUREAU 
OF RECLAMATION, Middle Rio Grande Project. Irriga- 
tion Division, Albuquerque. New Mexico. 

Mr. Guerra serves as Chief of the Irrigation Division. 
His assignments with the bureau which have prepared 
him for this responsible position include Civil Engineer- 
ing Technician. Supervisory (Hydraulic) Engineering 
Aid. and Irrigation Manager. 

As supervisor, he ukes interest in encouraging em- 
ployees under his supervision in self development. 

Lawrence A. Rivera, Coal Mine Inspector, BUREAU 
OF MINES. Coal Mine Health and Safety. District 9. 
Denver, Colorado. 

Mr. Rivera makes regular, special and spot-check 
inspections of coal mines to obtain information on 
health and safety conditions. Also, he conducts investi- 
gations of surface and underground disasters and fatal 
accidents and determines the causes. He obtains informa- 
tion about these accidents and conditions for study by 
field and headquarters personnel for the purpose of 
preventing similar disasters and accidents. He was hired 
ts a remit of the Bureau of Mines intensive recruitment 
effort to recruit Spanish-sumamed citizens for imple- 
mentation of the Coal Mine and Safety Act of 1969. 

Coal Mine Inspectors attend the Bureau of Mines 
Academy and ve then assigned to various offices 
throu^oul the country. 

Norma C. Martinez, is employed as Secretary to the 
Director of the Denver Service Center, BUREAU OF 
LAND MANAGEMENT. Denver. Colorado. She has 
received numerous awards in recognition for excellent 
performance. Before joining BLM she worked for the 
Veterans Administration, Federal Hou-ang Administra- 
tion, and the Department's Office of the Solicitor. 

Richard M. Barbar, Outdoor Recreation Planner, with 
the BUREAU OF LAND MANAGEME>n". Nevada Stale 
Office. Reno, Nevada. Barbar, a native of Oxnard, 
California is currently attending a professional develop- 
ment program at the University of Wisconsin, leading to 
a Masters Degree in Regional Planning. 

Mr. Barbar served as a Park Ranger with the National 
Park Service before his transfer to the Bureau of Land 
Management. He is proud of his Spanish heritage. His 
grandfather. Don Juan Sanchez, was an heir to the 
Rancho Santa Clara del Norte Land Grant, what is today 
much of Ventura County in Sciuthern California. 

Joseph E. Bargas, Training Specialist. BUREAU OF 
MINES Office of the Assistant Director-Education and 
Training. Health and Safety. Washington, D.C. 

Mr. Bargas is a Staff Assistant and coordinates all 
pre-plarming relating to the construction of the Health 
and Safety Academy to be located in Becktey. West 
Virginia. He serves as EEO Officer for the Office of 
Education and Training and as Military Liaison Officer, 
keeping abreast with the latest educational modes used 
by the military and translating their use to the Bureau of 
Mines. 
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Subject: 

Equal Employment Opportunity 

EXPLANATION OF MATERIAL TRANSMITTED: 

This release revises Departmental guidelines contained in 
370 DM 713, Equal Employment Opportunity dated June 26, 1969. 
Only minor changes have been made in the authority, responsi- 
bility, and reporting subchapters.  The major revisions occur 
in the subchapters dealing with the system of discrimination 
complaint processing.  The revision of the manual was 
necessitated by the enactment of the EEO Act of 19 72 
(P.L. 92-261) and the issuance of CSC implementing regulations. 
Continuing requirements issued by the Office for Equal 
Opportunity during 1972 in the form of EEO Memorandums, also 
have been incorporated into this release. 
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Deputy  Assistant Secretary of the Interior 
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Subchapter 1.  Authority. 

.1  Basis for Equal Employment Opportunity Policy.  Executive 
Order 11478 of August 8, 1969, and the Equal Eraployment 
Opportunity Act of 1972 (P.L. 92-261) which incorporates and 
strengthens the Executive Order, direct that the U.S. Civil 
Service Commission shall provide leadership and guidance to 
departments and agencies in the conduct of equal employment- 
opportunity programs for the civilian employees of and 
applicants for employment within the executive departments 
and agencies. 

.2  Departmental Policy and Regulatory Responsibilities. 
Every action will be taken within the Department to comply 
with the Executive Order and the requirements of the legis- 
lation.  The U.S. Civil Service Commission has issued general 
regulations which appear in Title 5, Chapter 1, Part 713 of 
the Code of Federal Regulations dated October 21, 1972.  This 
chapter of the Manual is issued pursuant to Executive Order 
11478, the Equal Employment Opportunity Act of 1972, and the 
U.S. Civil Service Commission regulations. 

.3 Scope.  Executive Order 11478 and P.L. 92-261 prohibit 
discrimination and ensure equal opportunity for all persons 
without regard to race, color, religion, sex or national 
origin, employed in or seeking employment with the Federal 
Government.  Nothing contained in this chapter of the Manual 
shall be construed as abrogating in any manner the preference 
of Americem Indians for positions related to the administration 
and conduct of Indieui affairs which has been granted by 
statutes of the United States. 

.4  Policy Application.  Assigned responsibilities and details 
of procedure by which the handling of complaints of discrimi- 
nation is controlled are covered in this release.  However, 
there is a general responsibility which attaches to personnel 
officers, supervisors, and other management officials at all 
levels throughout the Department.  Their responsibility is 
full participation in the Department's equal opportunity pro- 
gram and vigorous affirmative action.  Supervisors should 
seek to understand the equal employment opportunity policy 
and make certain that this understemding is shared by their 
subordinates. 

1/4/73 (Release No. FPM 161) 
Replaces 6/14/71 (Release No. 140) 
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This responsibility extends to organized enployee groups 
(recognized unions) to cooperate and to assist in making the 
Department Equal Employment Opportunity Progreun work. 

Subchapter 2.  Secretarial Responsibility. 

.1 Secretarial Responsibility.  The Secretary exercises 
personal leadership in establishing, maintaining, and carrying 
out a continuing affirmative program designed to promote equal 
employment opportunity, and in ensuring that the policy of 
equal opportunity applies to and is an integral part of every 
aspect of Departmental personnel policy and practice.  The 
Secretary of the Interior has designated the Director, Office 
for Equal Opportunity to serve as the Director of Equal 
Employment Opportunity for the Department. 

.2 Director of Equal Employment Opportunity—Responsibilities. 
As Director of Equal Employment Opportunity, the Director, 
Office for Equal Opportunity shall: 

A. Establish policies for the development, supervision, 
administration, and coordination of effective equal employ- 
ment opportunity programs of the Department Jind its bureaus 
and offices. 

B. Develop and administer procedures designed to imple- 
ment and obtain compliance with the equal employment oppor- 
tunity policies of the Department. 

C. Develop the systems and programs relative to equal 
employment opportunity for the Department and its bureaus 
and offices. 

D. Coordinate proposed policies and programs with the 
Office of Orgcinization and Personnel Management and the 
Civil Service Commission. 

E. Advise the Secretary through the Under Secretary 
with respect to the preparation of plans, procedures, 
regulations, reports, and other matters pertaining to the 
Department's equal employment opportunity program. 
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F. Evaluate annually, in cooperation with the Office 
of Organization and Personnel Management, the sufficiency 
of the Department's equal employment opportunity program 
and report the findings thereon to the Secretary along with 
recommendations for any improvement or correction, including 
recommendations for remedial or disciplinary action with 
respect to managerial or supervisory employees who have 
failed in their responsibilities under the equal employment 
opportunity progreim.  The evaluation also shall include 
recognition of equal employment opportunity achievements by 
memagerial cuid/or supervisory employees. 

G. Make changes in programs and procedures designed 
to eliminate discriminatory practices and improve the Depart- 
ment's equal employment opportunity program. 

H.  Provide for a system of counseling by designated 
equal employment opportunity counselors throughout the 
Department of aggrieved employees or applicants for employ- 
ment who believe that they have been discriminated against 
because of race, color, religion, sex, or national origin 
with a view to resolving their grievances on an informal 
basis. 

I.  Provide for the receipt and investigation of 
individual complaints of discrimination on grounds of race, 
color, religion, sex, or national origin. 

J.  Provide for the receipt, investigation, and dis- 
position of general allegations by organizations or other 
third parties of discrimination on grounds of race, color, 
religion, sex, or national origin which are unrelated to 
an individual complaint of discrimination with notification 
of decision to the party submitting the allegation. 

K.  Make the Departmental decision for the Secretary 
on complaints of discrimination and order such corrective 
measures as he may consider necessary, including the 
recommendation for any disciplinary action that is warranted 
by the circumstances when an employee has been found to 
have engaged in a discriminatory practice. 

L.  Designate a Federal Women's Program Coordinator for 
the Department with responsibility for advising the Director 
of Equal Employment Opportunity on matters affecting the 
employment and advancement of women. 

1/4/73 (Release No. FPM 161) 
Replaces 6/14/71 (Release No. 140) 
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M.  Bring this Manual Release to the attention of all 
officers and employees of the Department, eind to recognized 
labor organizations and enlist their cooperation.  In 
collaboration with bureau heads, refer copies of this Manual 
Release, through bureau facilities, to all local recognized 
labor organizations under Executive Order 11491, and have 
copies posted on all bulletin boards including those which 
are used to announce Federal examinations and job opportunities; 
and assure that information concerning the Department's equal 
employment opportunity policy eind procedures shall be published 
at least annually in any employee bulletins or newsletters that 
are issued. 

N.  Assure that principal and operating officials responsi- 
ble for carrying out the equal employment opportunity program 
meet esteiblished qualification requirements. 

O.  Develop and submit annually by May 1 for the review 
and approval of the Civil Service Commission a written 
national equal employment opportunity plan of action following 
the format prescribed by the Commission which includes: 

(1) Provision for the establishment of training 
and education programs designed to provide maximum opportunity 
for employees to advance so as to perform at their highest 
potential; 

(2) Description of the qualifications, in terms 
of training and experience relating to equal employment oppor- 
tunity of the principal and operating officials concerned 
with administration of the agency's equal employment opportunity 
program; and 

(3) Description of the allocation of personnel and 
resources proposed by the agency to carry out its equal employ- 
ment opportunity program. 

P.  Provide that Regional EEO plans are developed for 
submission to appropriate Civil Service Commission regional 
offices. 
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Subchapter 3.  Bureau Responsibility. 

.1 General.  Each bureau head shall establish, maintain, 
and carry out a continuing affirmative program designed to 
promote equal employment opportunity throughout the bureau 
and to assure the full integration of equal employment oppor- 
tunity considerations with day-to-day personnel management 
activities of every manager and supervisor in the bureau. 
In achieving the most effective equal employment opportunity 
program implementation possible, each bureau head shall: 

A.  Designate for the bureau, with the advice and 
consent of the Director of Equal Employment Opportunity, a 
full-time Equal Employment Opportunity Officer who reports 
directly to the Bureau head and who has full delegated 
authority for equal employment opportunity described in this 
manual release in all organizational units and locations of 
the bureau.  Also, designate a full-time Federal Women's 
Program Coordinator to serve on the staff of the Equal 
Employment Opportunity Officer. 

(1) For each major field administrative or 
regional office designate a full-time Equal Employment Oppor- 
tunity Officer who reports to and assists the Bureau Equal 
Employment Opportunity Officer in implementing the bureau 
program.  A Federal Women's Program Coordinator should be 
designated at each major field administrative or regional 
office to assist the Equal Employment Opportunity Officer 
in carrying out the duties of assuring equal employment 
opportunity for women. 

(2) Designate a coordinator for the Spanish 
Speaking Program at major installations located in Arizona, 
California, Colorado, New Mexico and Texas.  Coordinators 
should be designated in other offices as needed to assure 
implementation of the Sixteen-Point Program to assist 
Spanish-Surnamed. 

(3) Such employees shall be fully competent to 
discharge the responsibilities and perform the duties herein 
outlined.  Exceptions to the full implementation of this 
requirement must be approved by the Director of Equal 
Employment Opportunity. 

1/4/73 (Release No. FPM 161) 
Replaces 5/14/71 (Release No. 140) 
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B. Develop and maintain an equal employment opportunity 
plan of action in accordance with guidelines established by 
the Departmental Equal Employment Opportunity Plan.  In 
addition, provide that regional plans of action shall be 
developed for each major field facility based on the commit- 
ments of local installation managers to assure effective 
action at all levels (see FPM Bulletin 713-25, and the 
Departmental Equal Employment Opportunity Plan). 

(1) All plans of action shall be reviewed and 
revised at least annually so as to remain relevant at all 
times to the existing employment situation with respect to 
women and minority groups. 

(2) Numerical goals and timetables should be used 
to attain and maintain a balanced workforce which insures 
the utilization of women and minorities in all occupations, 
grade levels and organizational segments of the bureau. 

C. Infom employees and recognized employee organiza- 
tions of the positive equal employment opportunity policy and 
program and enlist their cooperation. 

D. Review and control managerial and supervisory 
performance in such a manner as to ensure a positive appli- 
cation 2uid vigorous enforcement of the policy of equal 
opportunity; and provide for recognition of employees, 
supervisors, managers, and units demonstrating superior 
accomplishment in equal employment opportunity. 

E. Provide for careful consideration and a just and 
expeditious disposition of complaints involving issues of 
discrimination on grounds of race, color, religion, sex, 
or national origin. 

F. Designate such Equal Employment Opportunity Counselors 
as are necessary throughout the bureau who shall receive the 
basic training in counseling techniques and the aims of the 
counseling program, and whose responsibilities and duties 
shall be to handle pre-complaint procedures. 
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(1) Selection of employees as equal employment 
opportunity counselors should be based upon their sincere 
interest in serving, their ability to deal impartially an.. 
objectively with all parties, and their availability to 
serve when needed apart from their normal work schedules. 
Employees who ceinnot be made readily availeible should not 
be assigned equal employment opportunity counseling re- 
sponsibilities. 

(2) While selection and appointment of equal 
employment opportunity counselors is a management responsi- 
bility, employee and recognized union input should be 
considered to assure selection of counselors with whom the 
workforce will be able to identify and in whom rank and 
file employees have confidence.  Since supervisors and 
personnel office employees are frequently involved in 
personnel actions which give rise to complaints of discrimi- 
nation, their selection as equal employment opportunity 
counselors should be avoided. 

(3) Insofar as is practicable, efforts should be 
made to assure that equal employment opportunity counselors 
are broadly representative of the workforce in terras of 
occupation, grade levels, sex, race, and ethnic background. 

(4) Role and responsibilities of equal employment 
opportunity counselors.  The counselor plays a vital role 
in the equal employment opportunity program, serving as an 
extension of management Eind the Equal Employment Opportunity 
Officer of the organization.  The counselor's primary job 
is to establish an open and sympathetic channel through 
which employees or applicants for employment may raise 
questions, discuss complaints, get answers, and seek solutions 
to equal employment opportunity problems.  The counselor does 
this by; 

(a)  Discussing the employee's problem with 
the employee, and with the employee's supervisors or asso- 
ciates, as necessary; and when the aggrieved person is an 
applicant for employment, discussing the problems with those 
management officials concerned; 
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(b) Counseling the aggrieved person concerning the 
issues of the matter; 

(c) Finding reasonable and timely solutions when 
it is possible to do so; 

(d) Keeping a record of his counseling activities 
so as to brief periodically the Bureau or local Equal Employ- 
ment Opportunity Officer on those activities. 

(5) The counselor's role and responsibility must be 
communicated to every officer and employee within his area 
of responsibility; cind it must be made clear that every 
cooperation should be given to him by supervisors and 
employees in efforts made to resolve problems on an informal 
basis. 

(6) The number of equal employment opportunity coun- 
selors assigned will vary according to the counseling and 
complaints workload, the racial, ethnic, religious, and sex 
makeup of the workforce, and the equal employment opportunity 
related problems and issues which have been raised generally. 
It is suggested that at least one equal employment oppor- 
tunity counselor be designated in every facility or 
organizational subdivision with 50 or more employees, with 
an overall ratio of one counselor for every 500 employees 
in large facilities or organizational subdivision. 

(7) Employees should be encouraged to consult the 
counselor for the unit in which they work, but should be 
afforded a choice of counselors in the event contact with 
their own unit counselor would be embarrassing or otherwise 
objectionable. 

(8) Suitable facilities must be made available to equal 
employment oppor,tunity counselors so that interviews can be 
conducted in private.  The facilities should be located in 
the areas away from executive or management offices which 
may tend to intimidate employees or otherwise discourage 
their visits. 

«-U0 O • 75 . 17 
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G.  Designate a minimun of four (4) investigators for 
those bureaus employing 1,000 or more and two (2) investi- 
gators for bureaus employing less than 1,000.  Investigators 
shall be fully trained in the equal employment opportunity 
investigative process. 

H.  Ensure that a copy of this Manual Release, th'r" 
Department Affirmative Action Plan, and bureau implementing 
instructions are readily available to employees; permanently 
post this material on all employee and other bulletin boards 
which are used to announce Federal examinations and Job 
opportunities.  Publicize to all employees: 

(1) The neime and address of the Director of Equal 
Employment Opportunity and the name and address of the Federal 
Women's Program Coordinator; 

(2) The name and address of the Bureau Equal 
Employment Opportunity Officer and the name and address of 
the Bureau Federal Women's Program Coordinator; 

(3) Where appropriate, the njime and address of the 
Equal Employment Opportunity Officer and the Federal Women's 
Program Coordinator in the major field facilities; and 

(4) The name and address of the Equal Employment 
Opportunity Counselor and the organizational unit he serves; 
his availability to counsel an employee or applicant for 
employment who believes that he has been discriminated against 
because of race, color, religion, sex, or national origin; 
and the requirement that an employee or applicant for employ- 
ment must consult the counselor about his allegation of 
discrimination because of race, color, religion, sex, or 
national origin before a complaint may be filed. 

(5) The time requirements for contacting an Equal 
Employment Opportunity Counselor. 

I.  Make reasonable accommodations to the religious 
needs of applicants and employees, including the needs of 
those who observe the Sabbath on other thim Sunday, when 
those accommodations can be made (by substitution of another 
qualified employee, by a grant of leave, a chemge of a tour 
of duty, or other means) witJiout undue hardship on the 
business of the bureau.  If the bureau cemnot accommodate an 

1/4/73 (Release No. FPM 161) 
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employee or applicant, it has a duty in a complaint to 
demonstrate its inability to do so. 

J.  Develop an Equal Employment Opportunity evaluation 
program which features informal on-site visits to field 
facilities. 

K.  Provide for prompt statistical and narrative 
reports in accordance with 370 DM 713.10. 

Subchapter 4.  Processing Complaints of Discrimination. 

.1  Grounds for Complaints.  The grounds for admissible 
complaints under these regulations are limited to alleged 
discrimination based on race, color, religion, sex, or 
national origin, which actions adversely affect the com- 
plaining employee or applicant or the employees (s) or 
applicants(s) on whose behalf the complaint is filed. 

.2  Complaint Eligibility (Ref. FPM Sec. 713.212). 

A. Any aggrieved employee or applicant for employment 
with the Department who believes that he has been discrimi- 
nated against because of race, color, religion, sex, or 
national origin is eligible to consult with a designated 
Equal Employment Opportunity Counselor.  The aggrieved person 
must have been counseled by an Equal Employment Opportunity 
Counselor (paragraph .3 of this subchapter) prior to filing 
a formal complaint.  A complaint may also be filed by an 
organization for the aggrieved person with his consent. 

B. This subchapter does not apply to the consideration 
by the Department of a general allegation of discrimination 
by an organization or other third party which is unrelated 
to an individual complaint of discrimination subject to this 
subchapter.  (Subchapter 6 applies to general allegations by 
organizations or other third parties.) 

.3  Precomplaint Processing (Ref. FPM Sec. 713.213). 

A.  An aggrieved person who believes that he has been 
discriminated against because of race, color, religion, sex. 
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or national origin must consult with an Equal Employment 
Opportunity Counselor when he wishes to resolve the matter. 
The complainant has the right to be accompanied by a 
representative of his own choosing as outlined in Sub- 
chapter 4 paragraph .4(b).  The bureau shall require the 
Equal Employment Opportunity Counselor:  to consult with 
the aggrieved person within two working days of the 
receipt of the complaint; to make whatever inquiry he 
believes necessary into the matter; to seek a solution of 
the matter on an informal basis; aind to counsel the 
aggrieved person concerning the issues in the matter.  When 
advised by the Equal Employment Opportunity Officer or the 
complainant that a complaint of discrimination has been 
filed, the Equal Employment Opportunity Counselor shall 
submit a written report to the Bureau Equal Employment 
Opportunity Officer, with a copy to the aggrieved person, 
summarizing his actions and advice both to management smd 
the aggrieved person concerning the issues in the matter. 
The Equal Employment Opportunity Counselor shall, insofar 
as is practicable, conduct his final interview with the 
aggrieved person not later than 21 calendar days after the 
date on which the matter was called to his attention by the 
aggrieved person.  If the final interview is not concluded 
within 21 calendar days and the matter has not previously 
been resolved to the satisfaction of the aggrieved person, 
the aggrieved person shall be informed in writing at that 
time of his right to file a complaint of discrimination. 
The notice shall inform the complainant of his right to 
file a complaint at any time after receipt of the notice 
up to 15 calendar days after the final interview, and the 
appropriate official with whom to file a complaint.  (See 
paragraph .4A(2) of this Subchapter).  The counselor shall 
not attempt in any way to restrain the aggrieved person 
frcMn filing a formal complaint, but should assist the 
aggrieved person in preparing his complaint for submission. 
The Equal Employment Opportunity Counselor shall not reveal 
the identity of an aggrieved person who has come to him for 
consultation, except when authorized to do so by the aggrieved 
person, or until the complainant has filed a formal complaint. 

1/4/73 (Release No. FPM 161) 
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B. The bureau shall assure that full cooperation is 
provided by all employees to the Equal Employment Opportunity 
Counselor in the performance of his duties under this Sub- 
chapter . 

C. The Equal Employment Opportunity Counselor shall be 
free from restraint, interference, coercion, discrimination, 
or reprisal in connection with the performance of his duties 
under this Subchapter. 

.4  Filing and Presentation of Complaint(Ref. FPM Sec. 713.214). 

A.  Time Limits. 

(1) A complaint must be submitted in writing by the 
complainant or his representative and be signed by the com- 
plainant.  The complaint may be delivered in person or 
submitted by mail.  The Department or a bureau may accept 
the complaint for processing in accordance with this subpart 
only if: 

(a) The complainant brought to the attention 
of the Equal Employment Opportunity Counselor the matter 
causing him to believe he had been discriminated against 
within 30 calendar days of the date of that matter, or, if 
a personnel action, within 30 calendar days of its effective 
date; and 

(b) The ccmplainant or his representative 
submitted his written compleiint to em appropriate official 
within 15 calendar days of the date of his final interview 
with the Equal Employment Opportunity Counselor. 

(2) The appropriate officials to receive complaints 
are the Department's Director of Equal Employment Opportunity, 
Department's Federal Women's Program Coordinator, the Bureau 
Equal Employment Opportunity Officer, and/or the Federal 
Women's Program Coordinator, the Equal Employment Opportunity 
Officer and the Federal Women's Program Coordinator in the 
Bureau's regional offices.  Any official receiving a com- 
plaint under this subchapter shall forward it promptly to 
the Bureau Equal Employment Opportunity Officer. 
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The Bureau Equal Employment Opportunity Officer, having 
accepted the complaint, shall transmit the complaint to t'-.e 
Director of Equal Employment Opportunity within five calendar 
days of its receipt.  The Bureau Equal Employment Opportunity 
Officer shall acknowledge its receipt in accordeuice with 
subparagraph (3) of this paragraph. 

(3) A coinplaint shall be deemed filed on the date 
it is received, if delivered in person to an appropriate 
official, or on the date postmarked if addressed to an 
appropriate official designated to receive complaints.  The 
bureau shall acknowledge in writing to the complainant or 
his representative receipt of the complaint and shall advise 
the complainant of all his administrative rights and of his 
right to file a civil action as set forth in Subchapter 9 
including the time limits imposed on the exercise of these 
rights. 

(4) The Department shall extend the time limits in 
this section: 

(a) When the complainant shows that he was not 
notified of the time limits and was not otherwise aware of 
them, or that he was prevented by circumstances beyond his 
control from submitting the matter within the time limits; or 

(b) For any other reason considered sufficient 
by the Department. 

B.  Presentation of Complaint.  At any stage in the 
presentation of a complaint, including the counseling stage 
under Subchapter 4, paragraph .3, the complainant shall 
have the right to be accompanied, represented, and advised 
by a representative of his own choosing.  To be properly 
recognized, the designation of a representative must be 
submitted in writing to the Bureau Equal Employment Oppor- 
tunity Officer.  If the complainant is an employee of the 
Department he shall have a reasonable amount of official 
time to present his complaint if he is otherwise in an active 
duty status.  If the complainant is an employee of the 
Department and he designates another employee of the 
Department as his representative, the representative shall 
have a reasonable amount of official time, if he is otherwise 
in an active duty status, to present the complaint. 

1/4/73 (Release No. FPM 161) 
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Care shall be exercised to insure no intervention of an 
employee's right to seek counsel from a representative of 
his own choosing, which could include a union representative. 

C.  Form and Substance of Complaints.  The complaint 
must meet the following requirements: 

(1) Complaint must be in writing and signed by 
the complainant and submitted by the complainant or his 
representative {CSC Form 894 is acceptable).  The complaint 
may be delivered in person or submitted by mail to officials 
designated in .4A(2) of this Subchapter. 

(2) If the complainant is ein employee, the com- 
plaint must identify the employee by name, job title, grade, 
organizational unit, bureau or office, and geographic 
location. 

(3) A complaint by an applicant must state his 
full name and address, the grade, job title, organizational 
unit, bureau or office, euid location of the position for 
which he applied. 

(4) Complaint must state whether the alleged 
discrimination was based on race, color, religion, sex, or 
national origin, or any combination of these factors, and 
identify the factors specified. 

(5) The complaint must be specific amd must iden- 
tify the date of the discriminatory act about which the 
complaint is made, the action itself, the name and title of 
the official responsible for the action if known, and all 
factual information which the complainant may have to 
support the allegation of discrimination. 

(6) The complaint must also state the name and 
orgsuiization of the Equal Employment Opportunity Counselor 
consulted. 

(7) A complaint should be so stated as to make 
clear the remedial action sought or required for a satis- 
factory resolution of the complaint. 
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.5  Rejection or Cancellation of Complaint (Ref. FPM Sec. 
713.215).      

A. The Bureau Equal Employment Opportunity Officer may 
reject a complaint which was not timely filed and shall reject 
those allegations in a complaint which are not within the 
purview of paragraph .2 of this Subchapter or which set 
forth identical matters as contained in a previous complaint 
filed by the same complainant which is pending in the Depart- 
ment or has been decided by the Department.  He may cancel a 
complaint because of failure of the complainant to prosecute 
the complaint, or if sufficient information is available 
he may adjudicate the complaint.  He shall transmit the 
decision to reject or cancel by letter to the complainant 
and his representative.  In such cases, a copy of the complaint 
and notice of rejection shall be forwarded to the Department 
Director of Equal Employment Opportunity.  The decision 
letter shall inform the complainant of his right to appeal 
the decision of the bureau to the Director of Equal Employ- 
ment Opportunity within seven (7) calendar days of receipt 
of the notice of cancellation or rejection. 

B. The decision of the Director of Equal Employment 
Opportunity to reject or cancel a complaint must inform the 
complainant of his right to appeal that decision to the 
Civil Service Commission, Board of Appeals and Review within 
fifteen (15) calendar days after receipt of that notice, or 
to file a civil action as described in Subchapter 9 of this 
chapter. 

.6  Investigation (Ref. FPM Sec. 713.216).  When a complaint 
of discrimination has been filed in accordance with these 
regulations, the requirements outlined in this subchapter 
shall be completed within fifty (50) calendar days unless 
waived by the Department Director of Equal Employment 
Opportunity. 

A.  When a complaint of discrimination has been accepted, 
the Bureau Equal Employment Opportunity Officer shall: 

(1) Aclcnowledge  receipt of the  complaint promptly 
and  in writing;   and 

(2) Forward  the  complaint  to the Department  Director 
of  Equal   Employment  Opportunity within   five   (5)   calendar  days 
of   its   receipt,   with  a  transmittal  requesting  that   an  investi- 
gator be   assigned. 

l/''/73  (Release No.   FPM 161) 
Replaces 6/14/71  (Release Mo.   WO) 
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B. The Department Director of Equal Employment 
Opportunity shall maintain a roster of investigators who 
have been fully trained in the equal employment opportunity 
investigative process.  Upon a request from the Bureau Equal 
Employment Opportunity Officer, the Department Director of 
Equal Enployment Opportunity shall: 

(1) Select from the roster of investigators a person 
to conduct the investigation who shall occupy a position in 
a bureau other than that in which the complaint arose and 
promptly forward his name and location to the Bureau Equal 
Employment Opportunity Officer. 

(2) Authorize the investigator to administer oaths 
and affirmations and provide the investigator with a written 
authori zation: 

(a) To investigate all aspects of the complaint; 

(b) To require all employees of the organization 
involved to cooperate with him in the conduct of the inves- 
tigation; 2md 

(c) To require employees of the organization 
having any knowledge of the matter complained of to furnish 
testimony under oath or affirmation without pledge of 
confidence. 

C. The investigator is responsible for gathering 
factual information in according with the following instruc- 
tions: 

(1) Conduct a thorough review of the circumstances 
under which the alleged discrimination occurred.  Consider 
the treatment of members of the complainant's group identi- 
fied by his complaint as compared with the treatment of 
other employees in the organizational segment in which the 
alleged discrimination occurred. 

(2) Review any policies and practices related to 
the work situation which may constitute, or appear to 
constitute, discrimination even though they have not been 
expressly cited by the complainant. 
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(3) Record in statistical form information as to the 
membership or nonmembership of persons in the complainant's 
group needed for an appraisal of the situation.  Specific 
information on a person's membership or nonmembership in the 
complainant's group needed to facilitate eui adjustment of 
the complaint or to make an informal decision of the com- 
plainemt shall, if available, be recorded by name.  If 
necessary, obtain such information by asking each person 
concerned to provide the information voluntarily.  The 
investigator shall not require or coerce an employee to 
provide this information. 

(4) Include interviews with the complainant, wit- 
nesses, and alleged discriminating officials, whose statements 
should be under oath or affirmation without pledge of 
confidence. 

(5) Develop information regarding each of the com- 
plainant's allegations in sufficient detail to permit an 
objective evaluation of all the relevant issues. 

D. The investigator shall prepare in quadruplicate a 
report of factual findings (using the format as outlined in 
Appendix I of this Manual Chapter) and present all copies 
to the Bureau Equal Employment Opportunity Officer or his 
designee. 

E. The investigator shall remain on-site until all 
aspects of the investigation are completed, including 
completion and distribution of the report of investigation. 

F. The bureau in which the complaint arose shall pay 
all travel eind per diem expenses for the investigator, and 
provide the investigator with all necessary administrative 
and clerical support at the site of the investigation. 

.7 Adjustment of Complaint and Offer of Hearing (Ref. FPM 
Sec. 713.217). 

A.  The Bureau shall provide an opportunity for adjust- 
ment of the complaint on an informal basis after the 
complainant has reviewed the investigative file.  For this 

1/4/73 (Release No. FPM 161) 
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purpose, the Bureau Equal Employment Opportunity Officer or 
his designee shall furnish the complainant a copy of the 
investigative file promptly after receiving it from the 
investigator, and shall allow the complainant and/or his 
representative three (3) consecutive calendar days to 
review the file after its receipt.  At the end of this 
time the Bureau Equal Employment Opportunity Officer or 
his designee shall consult, as necessary, with both the 
complainant and management and shall seek to resolve the 
complaint informally.  If an adjustment of the complaint is 
arrived at, the terms of the adjustment shall be reduced 
to writing and made part of the complaint file, with a copy 
of the terms of the adjustment provided the complainant. 
If the bureau does not carry out, or rescinds, any action 
specified by the terms of the adjustment for any reason 
not attributable to acts or conduct of the complainant, the 
Director of Equal Employment Opportunity shall, upon the 
complainant's written request, reinstate the complaint for 
further processing from the point processing activity ceased 
under the terms of the adjustment. 

B.  If any adjustment of the complaint is not arrived 
at within fifty (50) calendar days after receipt of the 
complaint, the Bureau Equal Employment Opportunity Officer 
shall: 

(1) Notify the complainant in writing of the final 
results of the investigation and the consultations held to 
resolve the case informally, setting forth the issues that 
are resolved to the complainant's satisfaction, those that 
are not resolved, and the proposed disposition of the com- 
plaint.  In that notice the complainant shall be advised 
of his right to a hearing if such request is made to the 
Department Director of Equal Employment Opportunity within 
fifteen (15) calendar days from receipt of the notice and 
of his right to a subsequent decision by the Department 
Director of Equal Employment Opportunity with or without 
a hearing. 

(2) Prepare and transmit to the Department Director 
of Equal Employment Opportunity the official case docltet 
file and a duplicate, in accordance with paragraph .12 of 
this Subchapter. 
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C. The Department Director of Equal Employment Opportunlr.y 
shall: 

(1) Review the docket file: 

(2) Remand to the bureau cases that are incomplete, 
inadequate, or procedurally incorrect; and 

(2)  When appropriate, direct that corrective action 
be taken by bureau officials. 

D. If the complainant expresses in writing his request 
for a hearing, the Department Director of Equal Employment 
Opportunity shall arrange for the hearing in accordance with 
paragraph .8 of this Subchapter. 

E. If the complainant fails to notify the Department 
Director of Equal Employnent Opportunity of his wishes within 
the fifteen (15) days period prescribed in B(l) above, the 
decision of the agency shall be made by the Department 
Director of Equal Employment Opportunity and furnished the 
complainant and his representative in accordance with 
paragraph .11 of this Subchapter. 

F. The final decision of the Department Director of 
Equal Employment Opportunity shall resolve the issue of 
discrimination raised by the complainant and shall include 
any remedial action determined to be necessary or desirable 
to effectuate the resolution of the complaint and shall 
inform the complainant of his right to appeal to the 
Commission and the time limit applicable thereto and of his 
right to a civil action as described in Subchapter 9 
paragraph 1. 

G. The decision of the Director of Equal Employment 
Opportunity shall be rendered within thirty (30) calendar 
days of the bureau's disposition of the complaint when 
the complainant has not requested a hearing. 

.8 Hearing (Ref. FPM Sec. 713.218). The hearing shall be 
held by a complaints examiner who must be an employee of a 
Federal agency other than the Department of the Interior. 

1/4/73 (Release No. FPM 161) 
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A. In the event a hearing is requested by the com- 
plainant, the Department Director of Equal Employment 
Opportunity shall request the Civil Service Commission 
to supply the name of a complaints examiner who has been 
certified by the Commission as qualified to conduct a 
hearing under these regulations. 

B. Arrangements for hearing.  The Director of Equal 
Employment Opportunity shall transmit the complaint file 
containing all the documents described in paragraph .12 of 
this Subchapter which have been acquired up to that point 
in the processing of the complaint, including the original 
copy of the investigative file, to the complaints examiner 
who shall review the complaint file to determine whether 
further investigation is needed before scheduling the 
hearing.  When the complaints examiner determines that 
further investigation is needed, he shall remand the 
complaint to the Director of Equal Employment Opportunity 
for further investigation or arrange for the appeareince of 
witnesses necessary to supply the needed information at 
the hearing.  The requirements of paragraph .6 of this 
Subchapter apply to any further investigation by the 
Department on the complaint.  The complaints examiner shall 
schedule the hearing for a convenient time and place. 

C. Conduct of hearing. 

(1) Attendance at the hearing is limited to persons 
determined by the complaints examiner to have a direct 
connection with the complaint. 

(2) The complaints examiner shall conduct the hearing 
so as to bring out pertinent facts, including the production 
of pertinent documents.  Rules of evidence shall not be 
applied strictly, but the complaints examiner shall exclude 
irrevelant or unduly repetitious evidence.  Information having 
a bearing on the complaint or employment policy or practices 
relevant to the complaint shall be received in evidence. 
The complainant, his representative, and the representatives 
of the agency at the hearing shall be given the opportunity 
to cross-examine witnesses who appear and testify.  Testimony 
shall be under oath or affirmation. 
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D. Powers of Complaints Examiner.  In addition to the 
other powers vested in the complaints examiner by the 
Department in accordance with this subpart, the Department 
shall authorize the complaints examiner to: 

(1) Administer oaths or affirmations; 

(2) Regulate the course of the hearing; 

(3) Rule on offers of proof; 

(4) Limit the number of witnesses whose testimony 
would be unduly repetitious; and 

(5) Exclude any person from the hearing for contu- 
macious conduct or misbehavior that obstructs the hearing. 

E. Witnesses at hearing.  The complaints examiner shall 
request any bureau to make available as a witness at the 
hearing an employee requested by the complainant when he 
determines that the testimony of the employee is necessary. 
He may also request the appearance of an employee of any 
Federal agency whose testimony he determines is necessary 
to furnish information pertinent to the complaint under 
consideration.  The complaints examiner shall give the 
complainant his reasons for the denial of a request for 
the appearance of employees as witnesses and shall insert 
those reasons in the record of the hearing. 

A Bureau to whom a request is made shall make its employees 
available as witnesses at a hearing on a complaint when 
requested to do so by the complaints examiner and it is not 
administratively impracticable to comply with the request. 
When it is administratively impracticable to comply with 
the request for a witness, the bureau to whom the request 
Is made shall provide an explanation to the complaints 
examiner.  If the explanation is inadequate, the complaints 
examiner shall so advise the bureau and request it to make 
the employees available as a witness at the hearing.  If 
the explanation is adequate, the complaints examiner shall 
insert it in the record of the hearing, provide a copy to 
the complainant, and make arrangements to secure testimony 
from the employee through a written interrogatory.  An 
employee of a bureau shall be in a duty status during the 
time he is a witness. 

1/4/73 (Release No. FPM 161) 
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Ing.  The hearing shall be recorded and 
All documents submitted to, and 

F. Record of hearing 
transcribed verbatim. 
accepted by, the complaints examiner at the hearing shall be 
made part of the record of the hearing.  If the bureau submits 
a document that is accepted, it shall furnish a copy of the 
document to the complainant.  If the complainant submits a 
document that is accepted, he shall make the document avail- 
able to the bureau representative for reproduction. 

G. Findings, analysis and recommendations.  The complaints 
examiner shall transmit to the Director of Equal Employment 
Opportunity: 

(1) The complaint file (including the transcript of 
the hearing); 

(2) The findings and analysis of the complaints 
examiner with regard to the matter which gave rise to the 
complaint and general environment out of which the complaint 
arose; and 

(3) The reconmended decision of the complaints 
examiner on the merits of the complaint; including recommended 
remedial action, where approoriate, with regard to the matter 
which gave rise to the complaint and the general environment 
out of which the complaint arose.  The complaints examiner 
shall notify the complainant of the date on which this was 
done.  In addition, the complaints examiner shall transmit, 
by separate letter to the Director of Equal Employment 
Opportunity, whatever findings and recommendations he 
considers appropriate with respect to conditions in the 
bureau which do not bear directly on the matter which gave 
rise to the complaint or which bear on the general environment 
out of which the complaint arose. 

.9  Relationship to other agency appellate procedures 
(Ref. FPM Sec. 713.219 and FPM Sec. 771. 2l6T. 

A.  An allegation of discrimination made in connection 
with an adverse action appeal under subpart B of Part 771 
of the FPM, shall be processed under the regulations in 
subpart B of Part 771 of the FPM, with the decision being 
rendered by the agency official who is authorized to make 
the appellate decision. 
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B.  An allegation of discrimination made in connection 

with a grievance under subpart C of Part 771 of the FPM shall 
be processed under this subchapter.  The decision in such a 
complaint will be rendered by the Director of Equal Employment 
Opportunity. 

.10 Avoidance of Delay (Ref. FPM Sec. 713.220). 

A. Complaints must have completed all administrative 
processing, including time spent by the complaints examiner 
in the conduct of a hearing, within 180 calendar days of 
filing.  To this end, both the complainant and the bureau 
shall proceed with the complaint without undue delay so that 
the bureau's proposed disposition (decision) has been rendered, 
except in unusual circumstances, within sixty (60) calendar 
days after receipt of the complaint. 

B. The Director of Equal Employment Opportunity may 
cancel a complaint if the complainant fails to prosecute the 
complaint without undue delay.  However, instead of canceling 
for failure to prosecute, the complaint may be adjudicated if 
sufficient information for that purpose is available. 

C. The Director of Equal Employment Opportunity shall 
furnish the Commission monthly reports on all complaints 
pending within the Department in a form specified by the 
Commission.  If the Director of Equal Employment Opportunity 
has not issued a final decision, and has not requested the 
Commission to supply a complaints examiner within 75 calendar 
days from the date a complaint was filed, the Commission may 
require the Director of Equal Employment Opportunity to take 
special measures to insure prompt processing of the complaint 
or may assume responsibility for processing the complaint, 
including supplying an investigator to conduct any necessary 
investigation on behalf of the Department.  When the 
Commission supplies an investigator, the bureau in which the 
complaint arose shall reimburse the Commission for all 
expenses incurred in connection with the investigation and 
the Bureau Equal Employment Opportunity Officer shall notify 
the complainant in writing of the proposed disposition of 
the complaint no later than 15 calendar days after receipt 
of the investigative report. 

1/4/73 (Release No. FPM 161) 
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D.  When the complaints examiner has submitted a recom- 
mended decision finding discrimination and the Director of 
Equal Employment Opportunity has not issued a final decision 
within 180 calendar days after the date the complaint was 
filed, the complaints examiner's recommended decision shall 
become a final decision binding on the Department 30 calendar 
days after its submission to the Director of Equal Employment 
Opportunity.  In such event, the Director of Equal Employmen^ 
Opportunity shall notify the complainant of the decision, 
furnish him a copy of the findings, analysis, emd recommended 
decision of the complaints examiner under this subchapter, 
paragraph .8G, cind a copy of the hearing record.  He also 
shall notify the complainant in writing of his right to appeal 
to the Commission, the time limits applicable thereto, and of 
his right to file a civil action as described in Subchapter 9, 
paragraph 1, 

.11 Decision by the Director of Equal Employment Opportunity 
(Ref. FPM Sec. 1l3ilii). 

A. The decision of the Department on a complaint of 
discrimination shall be based on information in the complaint 
file. 

B. Departmental Decision. 

(1) The decision of the Department shall be trans- 
mitted by letter to the complainant and his representative. 
When there has been no hearing, the decision shall contain 
the specific reasons in detail for the Department's action, 
including any remedial action taken. 

(2) When there has been a hearing on the complaint, 
the decision letter shall transmit a copy of the findings, 
analysis, and recommended decision of the complaints examiner 
under this subchapter paragraph .8G and a copy of the hearing 
record.  The decision of the Department shall adopt, reject, 
or modify the decision recommended by the complaints examiner. 
If the decision is to reject or modify the recommended 
decision, the decision letter shall set forth the specific 
reasons in. detail for rejection or modification. 

«6-I20 o - 15 - IB 
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(3)  When the complainant fails to notify the 
Department Director of Equal Employment Opportunity of his 
wishes regarding the proposed disposition issued by the Bureau 
Equal Employment Opportunity Officer within the required time 
frame, the Director of Equal Employment Opportunity may adopt 
the proposed disposition as the decision of the Department. 

C. The decision of the Director of Equal Employment 
Opportunity shall require any remedial action authorized by 
law determined to be necessary or desirable to resolve the 
issues of discrimination and to promote the policy of equal 
opportunity, whether or not there is a finding of discrimi- 
nation.  When discrimination is found, the Director of Equal 
Employment Opportunity shall require remedial action to be 
teOcen in accordance with Subchapter 8; shall review the matter 
giving rise to the complaint to determine whether disciplinary 
action against alleged discriminatory officials is appropriate; 
and shall record the basis for his decision to take, or not 
to tcike, disciplinary action but this decision shall not be 
included in the complaint file. 

D. The decision letter shall inform the complainant of 
his right to appeal the decision of the Department to the 
Commission, of his right to file a civil action in accordance 
with Subchapter 9, paragraph .1, and of the time limits 
applicable thereto. 

.12  Complaint File (Ref. FPM Sec. 713.222).  The Office for 
Equal Opportunity shall establish a complaint file.  Except 
as provided in this subchapter, paragraph .110, this file 
shall contain all documents pertinent to the complainant. 
The complaint file shall include copies of: 

A. The notice of the Equal Employment Opportunity 
Counselor to the aggrieved person under this subchapter, 
paragraph .3A. 

B. The written report of the Equal Einployment Oppor- 
tunity Counselor under this subchapter, paragraph .3 to the 
Equal Employment Opportunity Officer on whatever precomplaint 
counseling efforts were made with regard to the complainant's 
case ; 

1/4/73 (Release No. FPM 161) 
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C. The complaint; 

D. The investigative file; 

E. If the complaint is withdrawn by the complainant, a 
written statement of the complainant or his representative 
to that effect; 

F. If adjustment of the complaint is arrived at under 
this subchapter, paragraph .7, the written record of the terms 
of the adjustment; 

G. If no adjustment of the complaint is arrived at under 
paragraph .7 of this subchapter, a copy of the letter noti- 
fying the complainant of the proposed disposition of the 
complaint and of his right to a hearing; 

H.  If decision is made under this subchapter, paragraph 
.7E, a copy of the letter to the complainant transmitting 
that,  decision; 

I.  If a hearing was held, the record of the hearing, 
together with the complaints examiner's findings, analysis, 
and recommended decision on the merits of the complaint; and 

J.  The decision of the Director of Equal Employment 
Opportunity. 

The complaint file shall not contain any medical information 
that does not comply with the requirements of section 294.401 
of the FPM. 

Subchapter 5.  Appeal to the Commission. 

•1  Entitlement (Ref. FPM Sec. 713.231). 

A.  Except as provided by paragraph .IB of this subchapter, 
a complainant may appeal to the Commission the decision of 
the Director of Equal Employment Opportunity: 
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(1) To reject his complaint, or a portion thereof, 
for reasons covered by Subchapter 4, paragraph .5; or 

(2) To ccincel his complaint because of the com- 
plainant's failure to prosecute his complaint; or 

(3) On the merits of the complaint, under SU^chapter 
4, paragraph .11, but the decision does not resolve the 
complaint to the complainant's satisfaction. 

B.  A complainant may not appeal to the Commission when 
the issue of discrimination giving rise to the complaint is 
being considered, or has been considered, in connection with 
any other appeal by the complainant to the Commission. 

.2 Where to Appeal (Ref. FPM Sec. 713.232).  The complainant 
shall file his appeal in writing, either personally or by 
mail, with the Board of Appeals and Review, U.S. Civil Service 
Commission, Washington, D.C.  20415. 

.3 Time Limit (Ref. FPM Sec. 713.233). 

A. Except as provided in paragraph .3B of this subchapter, 
a complainant may file an appeal at any time after receipt of 
the Director of Equal Employment Opportunity's notice of 
final decision on his complaint but not later than 15 (fifteen) 
calendar days after receipt of that notice. 

B. The time limit in paragraph A of this section may be 
extended in the discretion of the Board of Appeals and Review, 
upon a showing by the complainant that he was not notified 
of the prescribed time limit and was not otherwise aware of 
it or that circumstances beyond his control prevented him 
from filing an appeal within the prescribed time limit. 

.4 Appellate Procedures (Ref. FPM Sec. 713.234).  The Board 
of Appeals and Review shall review the complaint file and 
all relevant written representations made to the board.  The 
board may remand a complaint to the Department for further 
investigation or a rehearing if it considers that action 
necessary or have additional investigation conducted by 
Commission personnel.  This part applies to any further 
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investigation or rehearing resulting from a remand from the 
board.  There is no right to a hearing before the board. 
The board shall issue a written decision setting forth its 
reasons for the decision and shall send copies thereof to 
the complainant, his designated representative, and the 
Department.  When corrective action is ordered, the bureau 
in which the complaint arose shall report promptly to the 
board that the corrective action has been taken.  The decision 
of the board is final, but shall contain a notice of the right 
to file a civil action in accordance with 713.282 of the FPM. 

. 5  Relationship to other Appeals (Ref. FPM Sec. 713.236). 
When the basis of the complaint of discrimination because of 
race, color, religion, sex, or national origin, involves an 
action which is otherwise appealable to the Commission and 
the complainant having been informed by the bureau or the 
Department of his right to proceed under this subpart to 
proceed by appeal to the Commission, the case including the 
issue of discrimination, will be processed under the 
regulations appropriate to that appeal when the complainant 
makes a timely appeal to the Commission in accordance with 
those regulations. 

Subchapter 6.     Third-Party Allegations. 

.1 Third-Party Allegations of Discrimination (Ref. FPM Sec. 
iii.n\).    
A. Coverage.  This subchapter applies to general alle- 

gations by organizations or other third parties of discrimi- 
nation in personnel matters within the Department which are 
unrelated to an individual complaint of discrimination 
subject to Subchapter 4, paragraphs 2 through 12. 

B. Agency Procedure.  The organization or other third 
party shall state the allegation with sufficient specificity 
so that the Director of Equal Employment Opportunity may 
designate a person to investigate the allegation.  The 
Department may require additional specificity as necessary 
to proceed Vith its investigation.  The Office for Equal 
Opportunity shall establish a file on each general allegation. 
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and this file shall contain copies of all material used in 
making the decision on the allegation.  The Director of 
Equal Employment Opportunity shall furnish a copy of this 
file to the party submitting the allegation, the bureau 
against which the allegation is filed; and shall make it 
ayailable to the Commission for review on request.  The 
Director of Equal Employment Opportunity shall notify the 
party submitting the allegation of his decision, including 
any corrective action taken on the general allegations, ana 
shall furnish to the Commission on request a copy of his 
decision. 

C.  Commission Procedures.  If the third party disagrees 
with the Departmental decision, it may, within 30 calendar 
days after receipt of the decision, request the Commission 
to review it.  The request shall be in writing and shall 
set forth with particularity the basis for the request. 
When the Commission receives such a request, it shall make, 
or require the Department to make, any additional investi- 
gations the Commission deems necessary.  The Commission shall 
issue a decision on the allegation ordering such corrective 
action, with or without back pay, as it deems appropriate. 

Subchapter 7.  Freedom from Reprisal or Interference. 

.1 Freedom from Reprisal (Ref. FPM Sec. 713.261). 

A.  Complainants, their representatives, and witnesses 
shall be free from restraint, interference, coercion, dis- 
crimination, or reprisal at any stage in the presentation 
cind processing of a complaint. Including the counseling 
stage under Subchapter 4, paragraph .2 or any time there- 
after. 

.2  Review of Allegations of Reprisal (Ref. FPM Sec. 713.262). 

A.  Choice of Review Procedures.  A conplainant, his 
representative, or a witness who alleges restraint, inter- 
ference, coercion, discrimination, or reprisal in connection 
with the presentation of a complaint under this subchapter 
may* if an employee or applicant, have the allegation 
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reviewed as an individual complaint of discrimination subject 
to Subchapter 4, paragraph .1 through .12 or as a charge 
subject to this subchapter, paragraph .2B. 

B.  Procedure for Review of Charges. 

(1) An employee or applicant may file a charge of 
restraint, interference, coercion, discrimination, or 
reprisal, in connection with the presentation of a complaint 
with an appropriate Departmental official as defined in 
Subchapter 4, paragraph .4A(2) within 15 calendar days of 
the date of the alleged occurrence.  The charge shall be in 
writing and shall contain all pertinent facts.  Except as 
provided in subparagraph (2) of this paragraph.  The Director 
of Equal Employment Opportunity shall undertake an appropriate 
inquiry into such a charge and shall forward to the Commission 
within 15 calendar days of the date of its receipt a copy of 
the charge and report of action taken.  The Director of Equal 
Employment Opportunity shall also provide the charging party 
with a copy of the report of action taken.  When the 
Department has not completed an appropriate inquiry 15 calen- 
dar days after receipt of such a charge, the charging party 
may submit a written statement with all pertinent facts to      ^ 
the Commission, and the Commission shall require the Depart- 
ment to take whatever action is appropriate. 

(2) When a complainant, after completion of the 
investigation of his complaint,under Subchapter 4, paragraph 
.6, requests a hearing and in connection with the complaint 
alleges restraint, interference, coercion, discrimination, 
or reprisal, the complaints examiner assigned to hold the 
hearing shall consider the allegation as an issue in the 
complaint at hand or refer the matter to the Director of 
Equal Employment Opportunity for further processing under 
the procedure chosen by the complainant pursuant to paragraph 
.2A of this subchapter. 

Subchapter 8.  Remedial Actions. 

.1  Remedial Action (Ref. FPM Sec. 713.271). 

A.  Remedial Action Involving an Applicant. 

(1)  When there is a finding that an applicant for 
employment has been discriminated against and except for that 
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discrimination would have been hired, the bureau against whom 
the complaint was filed shall offer the applicant employment 
of the type and grade denied him.  The offer shall be made in 
writing.  The individual shall have 15 calendar days from 
receipt of the offer within which to accept or decline the 
offer.  Failure to notify the appropriate official of his 
decision within the 15-day period will be considered a 
declination of the offer, unless the individual can show that 
circumstances beyond his control prevented him from responding 
within the time limit.  If the offer is accepted, appointment 
shall be retroactive to the date the applicant would have been 
hired, subject to the limitation in paragraph .1A(4) of this 
subchapter.  Backpay, computed in the same manner prescribed 
by 550.804 of the FPM, shall be awarded from the beginning of 
the retroactive period, subject to the same limitation, until 
the date the individual actually enters on duty.  The indi- 
vidual shall be deemed to have performed service for the 
bureau during the period of retroactivity for all purposes 
except for meeting service requirements for completion of a 
probationary or trial period that is required.  If the offer 
is declined, the bureau shall award the individual a sum 
equal to the backpay he would have received, computed in the 
same manner prescribed by 550.804 of the FPM, from the date 
he would have been appointed until the date the offer was 
made, subject to the limitation of paragraph .1A(4) of this 
subchapter.  The bureau shall inform the applicant, in the 
offer of employment, of his right to this award in the event 
he declines the offer. 

(2)  When there is a finding that discrimination 
existed at the time the applicant was considered for employ- 
ment but not a finding that the individual is the one who 
would have been hired except for discrimination, the bureau 
shall consider the individual for any existing vacancy of 
the type and grade for which he had been considered initially 
and for which he is qualified before consideration is given 
to other candidates.  If the individual is not selected, the 
bureau shall record the reasons for nonselection.  If no 
vacancy exists, the bureau shall give him this priority 
consideration for the next vacancy for which he is qualified. 
This priority shall take precedence over priorities provided 
under the regulations in the FPM. 

1/1/73 (Release No. FPM 161) 
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(3) Part 713, Section 713.271 of the FPM shall be 
cited as the authority under which the above described 
appointments or awards of backpay shall be made. 

(4) A period of retroactivity or a period for which 
backpay is awarded under this paragraph may not extend from 
a date earlier than two years prior to the date on which the 
complaint was initially filed by the applicant.  If a finding 
of discrimination was not based on a complaint, the period 
of retroactivity or period for which backpay is awarded under 
this paragraph may not extend earlier than two years prior to 
the date the finding of discrimination was recorded. 

B-  Remedial Action Involving an Employee.  When there 
is a finding that an employee of the Department was discrimi- 
nated against and as a result of that discrimination was 
denied an employment benefit, or an administrative decision 
adverse to him was made, the bureau in which the complaint 
arose shall take remedial action which shall include one or 
more of the following, but need not be limited to these 
actions: 

(1) Retroactive promotion, with backpay computed 
in the same manner prescribed by 550.804 of the FPM when the 
record clearly shows that but for the discrimination the 
employee whould have been promoted or would have been enployed 
at a higher grade, except that the backpay liability may not 
accrue from a date earlier than two years prior to the date 
the discrimination complaint was filed, but, in any event, 
not to exceed the date he would have been promoted.  If a 
finding of discrimination was not based on a complaint, the 
backpay liability may not accrue from a date earlier than 
two years prior to the date the finding of discrimination 
was recorded, but, in any event, not to exceed the date he 
would have been promoted. 

(2) Consideration for promotion to a position for 
which he is qualified before consideration is given to other 
candidates when the record shows that discrimination existed 
at the time selection for promotion was made but it is not 
clear that except for the discrimination the employee would 
have been promoted.  If the •individual is not selected, the 
bureau shall record the reasons for nonselection.  This 
priority consideration shall take precedence over priorities 
under other regulations in the FPM. 



270 

Department of the Interior 
DEPARTMENTAL MANUAL 

Personnel Part 713 DM Addition to FPM 

Chapter 713 Eoual Rmploympnt Opportunjfy 370 DM 713, 8. IB(3) 

(3) Cancellation of an unwarranted personnel action 
and restoration of the employee. 

(4) Expunction from the bureau's records of any 
reference to or any record of an unwarranted disciplinary 
action that is not a personnel action. 

(5) Full opportunity to participate in the employee 
benefit denied him (e.g., training, preferential work assign- 
ments, overtime scheduling). 

Subchapter 9.  Right to File a Civil Action. 

.1 Statutory Right (Ref. FPM Sec. 713.281). An employee or 
applicant is authorized by section 717 (c) of the Civil 
Rights Act, as amended, 84 Stat. 112, to file a civil action 
in an appropriate U.S. District Court within: 

A. Thirty (30) calendar days of his receipt of notice 
of final action taken by the Director of Equal Employment 
Opportunity on a complaint; 

B. One hundred-eighty (180) calendar days from the date 
of filing a complaint with his bureau if there has been no 
decision; 

C. Thirty (30) calendar days of his receipt of notice 
of final action taken by the Commission on his complaint; or 

D. One hundred-eighty (180) calendar days from the date 
of filing an appeal with the Commission if there has been no 
Commission decision. 

.2  Notice of Right (Ref. FPM Sec. 713.282).  The Director 
of Equal Employment Opportunity shall notify an employee or 
applicant of his right to file a civil action, smd of the 
30-day time limit for filing, in any final action on a 
complaint under Subchapter 4, paragraphs .5, .7, or 11. 
The Commission shall notify an employee or applicant of his 
right to file a civil action, and of the 30-day time limit 
for filing, in any decision under Subchapter 5, paragraph .4. 

1/4/73 (Release No. FPM 161) 
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.3 Effect on Administrative Processing (Ref. FPM Sec. 
713.283"n  The filing of a civil action by an employee 

or applicant does not terminate Departmental processing of 
a complaint or Commission processing of an appeal under this 
subchapter. 

Subchapter 10.  Reporting Requirements(Ref. FPM Sec. 713.241). 

.1 Department.  The Department shall report to the Commission: 

A. The accomplishments of the action items included in 
its current Equal Employment Opportunity plan when it submits 
the proposed annual nationwide plan to the Commission for 
approval. 

B. Information concerning precomplaint counseling and 
the status and disposition of complaints at such times and 
in such manner as prescribed by the  Commission. 

.2 Bureau. 

A.  The following sets forth the bureau equal employment 
opportunity reporting requirements and establishes reporting 
procedures.  All reports are to be signed by the Bureau 
Equal Employment Opportunity Officer.  Bureaus should ensure 
that the statistical data are available to both headquarters 
eind field activities.  In the event of Civil Service revisions 
to these reporting requirements, bureaus will be so in- 
structed through the issuance of a Departmental Equal 
Employment Opportunity Memorandum.  Bureaus shall: 

(1)  Provide for quarterly narrative reports to the 
Department Director of Equal Employment Opportunity with a 
copy to the Office of Organization and Personnel Management, 
regarding significant progress made under the bureau 
affirmative action programs; pr<*lems encoujitered in pro- 
gram implementation; suid projects underteiken to enlarge 
job opportunities for women and minority group members. 
The report also should indicate efforts being made to 
attract and employ Indieuns including any use being made of 
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the excepted appointing authority applicable to Indian employ- 
ment.  Further, a separate page should be enclosed showing the 
number of women in each grade level GS-13 through GS-18 as 
of the end of the quarter (March 31, June 30, September 30, 
and December 31).  Reports are due in the office of the 
Director of Equal Employment Opportunity on the twentieth 
(20th) day of the month following the end of each quarter. 

(2) Provide monthly reports to the Department 
Director of Equal Employment Opportunity, with a copy to 
the Office of Organization and Personnel Management, re- 
garding the counseling activity of the Equal Employment 
Opportunity Counselors.  Bureau reports are due in the office 
of the Director of Equal Employment Opportunity on the tenth 
(10th) day of each month, and cover the preceding month. 
The format for this report is in Appendix II to this sub- 
chapter. 

(3) Provide on a quarterly basis an estimated cost 
of the administrative processing of all complaints of 
discrimination from the counseling stage through the issuance 
of the bureau's proposed disposition and hearing, should the 
case be referred to a complaints examiner.  This report must 
be submitted on all complaints that have been closed by the 
Department within a given quarter.  This report is due within 
20 calendar days of the close of each calendar quarter.  See 
Appendix III for this report format. 

(4) Provide for quarterly accession and promotion 
reports to the Director of Equal Employment Opportunity with 
a copy to the Office of Orgiinization and Personnel Management. 
The reports are due not later than the twentieth (20th) of 
the month following the end of the fiscal quarter.  Formats 
for these reports are in Appendix IV to this subchapter.  Any 
narrative comments with respect to these reports may be 
included in the quarterly narrative reports required by 
paragraph A. of this subchapter. 

(a)  The quarterly promotion report is a count 
of the number of promotions into each grade; and the defini- 
tion of "promotion" for this purpose is any action (irrespec- 
tive of action code) which changes an employee's position 
and advemces the employee to a higher grade and/or which 
increases the employee's salary. 

1/4/73 (Release No. FPM 161) 
Replaces 6/14/71 (Release No. 140) 
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(5) Provide for annual reports on training instances 
to be submitted to the Director of Equal Employment Oppor- 
tunity with a copy to the Office of Organization and Personnel 
Management.  The report should cover the fiscal year and is 
due not later than August 20.  See Appendix V for this report 
format. 

(a) "Training instances" are those documented 
by Form DI-510 or DI-510A. 

(b) "Training categories" are those areas of 
training identified on Form DI-510 or DI-510A. 

(6) Provide for annual reports on awards which will 
be submitted to the Director of Equal Employment Opportunity 
with a copy to the Office of Organization and Personnel 
Management.  The report should cover the fiscal year and is 
due not later than August 20.  See Appendix VI for this 
report format. 

(a) Total quality increases and special achieve- 
ments cash awards figures must equal the total figures 
reported in the Annual Department Quality Increases granted 
report and the Annual Civil Service Commission Incentive 
Awards Program report. 

(b) Since en^jloyees are being recognized for 
their outstanding achievements in extending equal employment 
opportunity, an addendum should be made to the awards report 
showing how many awards fell in this category.  A second 
copy of the awards report form should be used, filling in 
only column (1) with the figures for awards granted for Equal 
Employment Opportunity achievements. 

It is emphasized that in the bureauwide accession, promotion, 
training instance, and awards reports mentioned above, Alaska 
is included in the.totals while Aleuts and Eskimos are not 
counted in any one of the four minority groups; a separate 
format is to be used by bureaus with employees in Alaska. 
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INVESTIGATIVE FILE 

COMPLAINT OF DISCRIMINATION IN THE FEDERAL GOVERNMENT 

IN THE MATTER OF 

(Name) 
_, Complainant 

(Position) 

(Organization) 

(Place) 

(Date) 

UNITED STATES  DEPARTMENT OF THE   INTERIOR 

Investigation Conducted  By: 

1/4/73 (Release No.  FPM 161) "(Your  Name) 
Replaces 6/14/71 (Release No.  140) 
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GUIDELINE FOR 

TABLE OF CONTENTS 

Page 

Z.      BASIS FOR INQUIRY X 

ZZ.      BACKGROUND X 

ZZZ.      ORGANIZATIONAL POSITION OF COMPLAINT      x 

ZV.      SUMMARY OF ALLEGATIONS OF DISCRIMINATION 
t FINDINGS OF FACT x 

V.      SURVEY OF THE GENERAL ENVIRONMENT X 

AFFIDAVITS 

Interview of Complainant, (Name) 1 

Interview(s) of Alleged Discriminating 
Official(s): (Name(s) and Position(s)) 2 

Interviews of Witnesses: 
A. For the Complainant (Names and Positions)    3 

B. Foe the respondent (Names and Positions) 

EXHIBITS 

Note:  Should be compiled under separate cover 
marked exhibits with table of contents 
inside front cover.  List the documentary 
evidence attached to the report.  If the 
number of exhibits is not too great, list 
each document individually and identify it 
with a Tab letter.  If the number of 
exhibits is too extensive for this approach, 
they could be grouped as follows: 
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TABLE OF  CONTENTS 
(Continued) 

gib 

Documents relating to Mr.(s).(Nane) complaint.   A 
(Include in this group the transmittal 
letters requesting the investigation.) 
Label them in sequence A-1, A-2, A-3, etc. 

Organixational Chart of (Org2mlzation) B 

Documents from Mr(s). (Name) Official Personnel  C 
File 

Charts relating  to Studies of  the General D 
Environment. 

1/4/73  (Release No.   FPM 161) 
Replaces 6/14/71  (Release No. 140) 
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INVESTIGATIVE FILE 

COMPLAINT OF DISCRIMINATION IN THE FEDERAI. GOVERNMENT 
IN THE MATTER OF 

(Name) 
 , Complainant 
(Position) , 
(Organization) , 
(Place)  

I. BASIS FOR INQUIRY 

(This section contains a description of the process whereby 
the formal complaint arrived at the investigative stage. 
It also would contain a brief statement of the basis of 
the complaint.  Appearing below is a sample version of 
this section.) 

By memorandum of (date), from Mr. (Name), Director of 
Equal Employment, (Agency), to the Director of (Bureau), a 
request was made for an investigation of a complaint of 
alleged discrimination (Exhibit A-1).  Enclosed therewith 
was a memorandum dated (date), from (Name), Equal Employ- 
ment Opportunity Officer (Organization) (Place), (Exhibit 
A-2), to the Director, Office for Equal Opportunity, 
enclosing a formal complaint of discrimination filed by a 
(Organization) employee, Mr(s). (Name), (Exhibit A-3). 
Also enclosed with Mr(s).  (Name of EEO Officer) memorandum 
was a report dated (Date), from Mr.(s).  (Name), Equal 
Employment Opportunity Counselor (Exhibit A-4).  Mr(s). 
(Name of Complainant) feels that (s)he was discriminated 
against because of (his/her) . 
His complaint is against (Names and positions).  He feels 
that he was discriminated against in that (specify in broad 
terms the alleged discriminatory action (s). 

II. BACKGROUND 

(This section contains general bac)cground information about 
complainant from the official personnel file.  A 
suggested format is shown below.) 

The following information relating to (Name of Complainant) 
was taken from (his/her) official personnel file at (organization), 
(He/she) was born on Bate) at (place).  (He/she) graduated 
from (schools) in (dates) with (degrees).  (If appropriate, a 
brief summary of non-Federal employment history may be included 

46-120 o - 75 - 19 
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here.)  Documents in (his/her) official personnel file show 
the following (agency name) employment history: 

Effective Date Action/Position 

(Show the personnel action, 
position, grade, and salary.) 

III. ORGANIZATIONAL POSITION OF COMPLAINANT 

(This section describes the organizational setting in 
which the con^lainant is, or was, employed.  A sample is 
shown below.) 

(Complainant's Name) has worked for (Name and Title 
of supervisor) since (he/she) transferred to the (Section) 
on (Date).  (Name of Section) is in the (Name of Branch), 
the Chief of which is (Name), against whom no allegations 
have been lodged by the con^lainant.  The (Branch) comes 
under the (Division).  Mr(s). (Name), alleged discriminating 
official, is Chief of that division.  The (Division) had 
a total personnel complement of (number) as of (date).  A 
(roster/organizational chart, etc.) of the (Division) is 
attached as Exhibit  . 

The complainant was one of (number) (race, color, 
religion, sex, national origin) employees in the (Section) 
consisting of (number) employees, and was one of (number) 
(race, color, religion, etc.) employees in the (Branch) 
containing (number) employees. 

IV. SUMMARY OF THE ALLEGATIONS OF DISCRIMINATION AND THE 
FINDING OF FACT 

The first part of this section should be a detailed 
summary of the complainemt's allegations of discrimination 
as set forth in his complaint and ainy other documents which 
were attached thereto. 

Thereafter, set forth in broad summary fashion the 
issues of discrimination raised by the complainant in his 
affidavit.  These issues should be broken out from each 
other and set out in separate paragraphs: A. B. C. D. etc. 

Following this, take these issues one by one and 
discuss them fully in the following manner: 

1. Use a caption. Exeunple: Supervisor's derogatory 
statements about members of (minority group). 

2. Set forth in complete detail all that the com- 
plainant offered, either in his statement or supporting 
documents, concerning the issue. 

1/4/73 (Release No. FPM 161) 
Replaces 6/14/71 (Release No. 140) 
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3.  Set forth in complete detail in whatever order 
best develops the picture the information obtained from 
all other sources pertaining to the issue.  This would 
include the alleged discriminating official(s), agency 
records, and other witnesses' statements.  Information 
obtained from these sources concerning the issue should be 
presented fully. 

V.     SURVEY OF THE GENERAL ENVIRONMENT 

This section is used to report the results of studies 
and tabulations made to reflect the treatment of the group 
alleged to have been discriminated against as compared with 
the treatment of other persons by the alleged discriminating 
official or organization.  The direction, focus, and 
extent of these surveys depends on the particular case and 
the issues involved.  In a case involving race or sex, for 
example, studies could be obtained showing the distribution of 
employees by minority status or sex by grades throughout the 
organization involved in the complaint.  Two distribution 
studies, one as of a date immediately before a RIF and one 
immediately after completion of the RIF can reveal a lot 
about the treatment of one particular group as compared to the 
treatment received by the entire organization, if RIF 
action was at issue in the case. 

This action should contain a listing — an organization 
chart could facilitate this — of the titles and grades of 
each category of positions in the organization involved in the 
complaint.  For each title and grade, show both the total 
number of employees assigned and among them the number of 
employees who belong to the group alleged to have been 
discriminated against.  This may cover more organizations 
than the one involved in the complaint if the issues in- 
volved in the case point toward the need to compare the 
organization with other organizations. 

Automated records containing information about race, 
sex, and national origin may be maintained and, if used, 
with the authorization of the Equal Employment Opportunity 
Officer, would facilitate the conduct of the types of 
studies mentioned above. 

This section would also contain extracts of those 
portions of witnesses' statements which concern the treatment 
of members of the group alleged to have been discriminated 
against.  In a racial case, for example, when interviewing 
witnesses who are members of the group alleged to have been 
discriminated against, it is necessary to ask the witness 
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whether they have any objection to being Identified as 
members of this group.  These witnesses will usually have 
no objection to being so identified.  Be sure to place 
this statement in their affidavit.  If a witness objects 
to being so Identified, his statement is still useable but 
his wishes should be followed. 

lM/73 (Release No. FPM 161) 
Replaces 6/14/71 (Release No. 140) 
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Date  Bureau 

ESTIMATED COST FOR PROCESSING DISCRIHINATION CONFLAIHT 

Complainant Date Filed   Date Cloeed_ 

I.  EEO Counselor (Fre-conplalnt) 

Total Man Hours Estimated Cost* 

II.  Complaint Processing 

(a)  Investigation 

  Estimated Cost 

(b)  Hearing (Include reimbursement to CSC or other 
agency) 

Total Man Hours'*'  Estimated Cost  

(c)  Adjudication 

Total Man Hours Estimated Cost 

*  If travel or other expense is included, so specify. 

^  To Include witnesses. 

'f  To include travel and man hours of witnesses. 

1/4/73 (Release No. FPM 161) 
Replaces 6/14/71 (Release No. 140) 
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MnlZATlONAL UNITS: 

:AR.£R  KNPING:     

U.S.   nErART«KNT OK TIIK  INTERIOR 

RKTOKT OF  ACCESSIONS  M WOHFJI AND MINORITY CROUrS 

CimCK ONE: 

Full-Tlmc Pcn»anent  [_] 

All Other £3 

PAY  CATEGORY 

TOTAL 
ACCESSIONS 

V) 
NF.r.RO 

(7) 

SPANISH 
SURNAMED 

U) 

AllrulCAN 
INIIIAN 

CO 
ORIF-T- 

(51 
H F H P H F H F M                ' 

TAL,   AI.I.  I'AY  PLANS     
1 

•TAL,   SUIIIKCT TO CLASS. 
CT OR  SIMILAR  

; 

CS-   I     1 
2     ' 
3     

j 1 
ft     
7     
n    1            1 
fi    1 . 

10     1 — u     
i:   
n   
li   • 
li   
16   
17     1 

18     ...  . —   . 
TAL,   WAGE  SYSTEMS  AND 
TIltR  PAY   PIJiNS     

1 

i 

Up Thru  •:-5,499     

1  

$b,500 Tliru 56,999  
$7,000 Thru $7,999  
$8,000 Thru  $8,999  
$9,000 Thru  $9,999  

51r,000 Thru  $13,999  
JU,000 -.hru $17,999  1 

;• 18,000 And  Ovpr  

-AL.   PARK POLICE     i      . 

1/4/73  {Release No.   FPM 161) 
Replaces  6/14/71   (Release No.   140) 
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U.S.  DrrARTMWr OK TIII;  INTEKfOlt 

REroilT OF ACCESSIONS BY ALASKA NATlVt MINORITY CROUrS 

  CHECK ONE: 

  FuIl-TliM Pttraanent   I      I 

All Oth«r • 

PAY CATKCOBY 

TOTAL 
ACCESSIONS 

ALASKA 
(1) 

ALtVTS 
(?) 

ESKIMOS 
(3) 

AMLCICAN     • 

INm.vNS    , 

H T H r H F H             F 

jiAL,   ALL I'AY  PLANS   ... ; 1 

• I,AL,   SUIUKCT TO CLASS. 
Atrr OR  SIMILAR     

1 

• 

CS-   1     

_ 

2     
3     
4     •       •   •• 

i     
fc     1 
7     1        __. 
n     
o     

1(1     1                  1 
II     
12     
13     
14     
15     i 
16     1 

17  1 
18  

IP..-.L,  WAGE   SYSTEMS AND 
07IIF.R  TAY PLANS     1 

Up Thru  $5,499     
1 

S5.500 Thru $6,999   .. f 
$7,000 Thru  $7,999   . . 
$8,000 Thru  $8,999   .. 1 
j9,0n0 -hru $9,999   .. 
10,000 Thru   $13,999   . 
14,000 Thru  $17,999   . 1 

Via,000 And Over     1 

OTAL.   PARK POLICE  _^ j 
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U.S. DEPARTHENT OF THE IHTERIOR 

REFORT OF PROHOTIONS BY WOMEN AMD MINORITY CROUPS 

CHECK ONE: 

Full-Tiwi Permncnt I—I 

All Other • 

PAY CATEGORY 
TOTAL 

TROHOTIONS 
(1) 

NEGRO 

(2) 

SPAN 

SURN 

(3 

Sll 
(VHED 

AMERICAN 

INDIAN ORIEKTAL 

M •  F H F M F H F « r 

NS.. 
Al.,   ALL  PAY  PUNS.   S   .. 

Hf... 
M..   SUIVJECT TO            NS.. 

ASS.   ACT OR                    S   .. 
SIMIUR   ..             •        HG.. ' 

NS.. 1 
CS-   I                                S   .. 

MR.. i 

NS.. 1 

rs- I                     s .. 1 
HC 1 

NS.. 1 
^3 1 

NS.. 1 
CS-  4                             S   .. 

•IC. 
NS.. 

OS-   5                             S   .. 1 
MC. 
NS.. 

CS-  6                           S  .. 
HG.. 
NS.. 

08-7                             S   .. 
HC. . 
NS.. 

OS- S                             S   .. 
MC. 
NS.. 

pS-   9                                S   .. 
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MS.. 

CS-10                             S   .. 
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NS.. 

ps-u                        S .. 

HS.. 

^^                                  MC.. ' 
"*  1 ' 
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PAY CATEGORY 

TOTAL 
PROMtTTlONS NKCRO 

(2) 

SI'ANISII 
SURNAHED 

CD 

AMKHICAN 
INDIAN ORU 

( 
1 
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F 1 
1 

H      ^ F M         F M F M F t_M  . 
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•TAL.   PARK                         S   .. 1 
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U. 8. DEPMrmEKT OF TIIC IHTEKIOR 

HBMItT or nUMOTIONS BT AUSM NATlVt HINOILITY CROUl<S 

lit AM     ITIONAL UNITS; 

JIARTM EMDINCi   

CHECK ONE: 

Full-Tlae FsnMncn^ ( . 

All Other CJ 

PAY CATEOOM 

TOTAL 
PROMUTIONS 

AUSKA 
<l) 

ALEUTS 
(2) 

ESKIMOS 
(3) 

AMKRICAN 
INDIAN 

(4) 

M P M F M F M f 
HS... 

OTAI,.   ALL PAY                      S   . . . 
ri.ANS                                       MC... 

roTAL,   SUBJECT TO              NS... 
rijvss. ACT OR              s ... 

SIMILAR                                  HG... 
NS... 

CS-l                                    S   ... 
HC... 
NS... 

^S-2                                    S 
^P                                              MR... 
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"tr •}                                S . ., 

MG... 
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CS-S                                  S  ... 
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CS-8                                  S  ... 
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CS-9                                  S  ... 

MC... 
NS... 

cs-io                        s ... 
MO... 
NS... r 

M-U                                  8  ... i 

• 

1/4/73  (Release No.  161) 
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TOTAL 
PROMOTIONS 

AIJVSKA 
(I) 
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 1 
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U.   M.   Otl'A«l>IKHr OK TlIK   IKIIHIOK 

RErORT or TKAIHINC INSTANCES M WOMEN AND MINORITY CROUrS 

CHECK ONEt 

""""^"^ Pull-Ti"0 Per««nent  LJ 

All Othrr • 

* TRAINING CATEGORY: 
(Identify Cateijnry) 
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lA     ! 
15    
16    1 
17    \ 
IB     

iTAL,   WAGE  SYSTEMS  AMD 
OTIIKR  PAY PLANS     

1 
1 

Up Thru  55,499     
$5,500 Tliro  56,999   .. 
57,noO Thru  $7,999   .. 1 
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Appendix V 

page 2 

U.   S.  DWAHTHEMT OF TIIK  IMTERIOR 

Rrrorr OF TRAINING INSTANCF^ BY ALASKA NATIVF. HINOIHTY cROurs 

.,.     ,:ATIIINAI. IJNlTSl    CIIIXK OHF.: 

rxAL VKAR exniNr.:    _____^^^_ riill-Tlur FnriMnont [71 

All Other D 
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FAY  CATKODRY 
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TRAININC 
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AHlBIfA'. 
IMllAK 

M                F M F H F           1       r F 
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1.    1              1 

5    1 
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17     1  

IH      

Tor-.l..   UAi K   SVsTFilS AND     • 

, IMR  PAY  PLANS     

j»   Thru   •;'>,4')9     
,100 TSni  t'<<,9<>9     

• ;,iioo Thru r.7,999     
...i.i'OO Thru  SM,9<19     
59,"00 Tliru  59,999     

.li.ono Thru  515.999  
' l'.,000 Thru  517,999  1 

|,lA,onO Anrt Over     

rOTAI.,   PARK  rOLICE    J 

Buraau E£0 Offlcar 
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Enclosure X 

ALLOCATION OF rnRSffiWEL AND RESOURCES FOR EEO 

The following sample report of allocation of personnel and resources 
Illustrates the type of Information and Dethod of preseptation required 
of agencies as Inclusions in or attachnencs to their EEO plans of 
action.  This data covers items appearing in Action Area 1 of the plan. 
National plans should include all personnel and items listed under 
Parts A, B, and C.  Regional plans should omit A-1, B-1, and C-1. 

A.  Total Number of All Ehployees:   
1. (Includes Headquarters offices and Bureaus and similar subordinate 

components.) 

2. Total Number of All Field Dnployees: 

B.  Total Number of EEO Program Personnel: 

1. HEADQUARTERS:   

Director of Equal Employment Opportunity 

Kqual Bnployment OpporttmlCy Officer(s) 

Federal Women's Program Coordinator(s) 

Sixteen-Point Program Coordinator(s) 

Other EEO Office or Staff Officials 

EEO Counselors 

Discrimination Complaint Investigators 

Others 

2. FIELD:          

Full-time Part-time 

Equal Bnployment Opportunity Offlcer(s) 

Federal Women's Program Coordlnator(s) 

Sixteen-Point Program Coardlnator(s) 

Other EEO Office or Staff Officials 

EEO Counselors 

Discrimination Complaint Investigators 

Ocheri 
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C.  Pprsonncl and Fiscal Resources 

1. HrATOIVJlTERS Man-Years Dollars* 

EEO Counseling     

Complalnc Processing     

EEO Program Administration  :_   

EEO Subject-Mattcr Training     

Upward Mobility Training and Education     

Remarks:     

FIELD Han-Years Dollars* 

EEO Counseling        

Complaint Processing        

EEO Program Administration _^^_^^__   

EEO Subjcct-Matter Training        

Upward Mobilicy Training and Education       * 

Remarks:   

*  (Include the dollar cost for salaries and benefits and other expenses 
such as travel, transcripts, all reimburseinent fees for EEO 
Investigators and E£0 Complaint Examiners, etc.) 

** Include all costs involved in fomal and on-the-job training relative 
to Upward Mobility program efforts. 

NAME AND ADDRESS OF AGENCY   

SIGNATURE OF SUBMITTING OFFICIAL: 

DATE: 
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Enclosure 2 

REPORT OF QUALIFICATIONS OF l'Kl:;CIPAL LEO OFFICIALS 

This form should accompany both national and regional EEO plan 
submissions.  In the case of the national plan, the ccrclfic.-tlon should 
cover all LLO officials OEcncywldc.  Regional certificates should cover 
only EEO officials in the activities or installations covered by the 
regional plan.  This form should be attached to the appropriate plan 
upon submission to the Civil Service Conmlsslon, 

(NOTE:  Information Is required on full-time and part-time personnel.) 

I certify chat the qualifications of all staff officials concerned with 
administration of the EEO Program Including the follovring: 

Director of Equal Employment Opportunity 

EEO Officers 

Federal Women's Program Coordinator(s) 

Slxceen-Polnc Program CoordinBtor(s) 

Other EEO Staff Officials 

have been reviewed by competent authority and the Incumbents of these 
positions meet Che standards outlined in Qualifications Standards 
Handbook X-118 under "Equal Opportunity Specialist GS-160" or 
"Qualifications Guide for Collateral Assignments Involving Equal 
Bnployment Opportunity Duties".  Evidence that the review has been made 
and Its findings are on file and available for review by Civil Service 
Coonlssion officials. 

SIGNATURE OF DIRECTOR OF 
EEO OR OTHER OFFICIALS:      Date: 

AGENCY OK INSTALIATICN NAME: 

ADDRESS: 

4S-I20 O - 75 - 23 
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Enclosure   3 

C.    Fonut 

1. Individual tratnlnR and education proRraa plans. Agencies should 
follow the fonnat below in submitting iniormatlon on each individual 
training and education program to support upward mobility for lover 
level employees.  These upward mobility training and education plans 
must be submitted as part of the overall EEO plans at the appropriate 
national or regional levels. 

Individual Tratning and Education Program 

a. Identification and Objectives of Program 

- . Name of Program 

- Provide a brief sinmary of the objectives of the program 

- l,ocation (geographic and organization) 

- Number of participants to be selected into programs during 
the planning year 

- Target series and grade levels for participants 

- Number of identified target positions 

b. Program Administration -- Provide a concise description of each 
program element listed below. 

(1) Lead administrative unit and title, address and telephone 
niaaber of lead administrative official. 

(2) Selection or intake methods (devices and criteria used to 
determine those best qualified for the program). 

(3) Length and nature of training and education. Including 
sources of training. 

2. National plans must contain guidance to field Installations on 
the development and implementation of local Upward Mobility programs. 
Agencies should provide instructions to local activities which require 
that they develop and implement programs in addition to those developed 
nationally.  This guidance should provide for periodic reporting to 
and monitoring by the headquarters level.  Specific action items should 
be included in the EEO action plan which cover the headquarters 
monitoring activities. 
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EXHIBIT 6 

United States Dcjiartmcnt of the Interior 
- 'A \ ^ V 

--i'y cn-ior. ci Tin; sunuviARV 
'y WASHING ION. D.C.   20240 

Hcnoraiidum 

'PR !•.•• VT' 

To: Il<2£ids of Bureaus and Offices 

From:      Director, Office for Equal Opportunity 

Subjecti   Implcrnenting the President's Six teen-Point 
Program 

The purpose of this memorandum is to spell out 
-the Department's position to implement the 
President's Six teen-Point Program for Spanish- 
Speaking American Citizens as an integral part 
of the EEC program. 

In response to the Civil Service Commission FPM 
Letter 713-18 dated January 23, 1973, Ms. Ruth 
A. Graham, Assistant Director for Equal Employment 
Opportunity, has been designated as the Department 
of the Interior SiKteen-Point Program Coordinator. 

Bureaus and offices should drtermine the need to 
designate coordinators at headquarters and field 
locations.  The propoi^ed Departmental Affirmative 
Action Plan for TV '74 providcE for such designees 
in specific geograjjhic locations. 

The duties and responsibilities of the coordinator 
cannot be separated from the overall EEO program. 
The role of the coordinator is to advise manage- 
ment and the EEO Officer on the special employment 
concerns of Spanish-Speaking citizensj to 
recommend and specify steps as necessary to assure 
that this program is incorporated into the action 
items of all Affirrative Action Plans; and to 
assure that goals for the Spanish-Surnamed are 
included in Affirmative Action Plans where necessary. 
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-2- 

'rr..ining for the Sixtccn-Point Program Coordinators 
is available at tlie Civil Service Conim i •ssion at 
hcadqiiartcro and the regional offices.  Bureaus 
are encour.igc-d to provide the designated coordinators 
the benefits of this training which will offer how- 
to-do-it suggestions for integrating this special 
emphasis program into the total KEO program.  The 
training course will be held in Washington, D. C., on 
May 23-25, 1973.  A copy of the announcement is 
enclosed. 

Edward E. Shelton 

Enclosures 



345 

»•.    •;.   IM V i I    Set V in'   Ci'-turl S'lloit 
i t-I   Icimlnj'.   Ill-It Ititti- 

n  n  II  o  M  n  r   I   n  p. 

"I:KI»:     till-; NIXTI IN-fOINT ri'HCilAM ICIl  SrAfnMI-r.niAKINC. AMI-UICANS" 

MAY  21  -  7'.,   1973 1 

I ioc smini-voujr ri.vcrAM coorvi^iAtovs, vmicwps or rro. 

^siKiKN-roini irMr-i:AH roti svANtsif-sriAKihtr, AMIRICAWS 

r»rr.:j:tV(Vp   - 

il mv p(i:;(tn:(  rcsp'^nslMr   for   linpl rmtiit Inp.  I.hr  r^txlcrn-Po Int  rror.'-im  Tor 
S|'iii];;ti-.S|*rik fit); Ami-rlcnns  h-ivt^  rxprr.-isf-.l  .i  m-nl   for a   trnlnlnj; prop.rnm which 
pii'vltli*n h»u.--| o-ilo-I.L  siip.f.f slionn  for   intrp.raLlnj;  iht-i  oprcial  rmphnnin prny.rnm 
li>tt>  ihc  Inial   J'.r.O procram.     This ihrcc-dny cournc  In designed  to meet  thJa 
K|Mr I f ic nerd* , ' 

Al   the  end of   Lhc coiircc,   parllrip.ints will be able  to: ^ 

* JdcntJfy   the  conls and  define  the minority  CT^^P ^^  this 
fipccl.il  emplinsts program 

* clcficrlhc waya of  Intccratlng the StxCccn-rotnt Progran I 
into  the  total  ICKO program                     * 

* Pi'plnln   Lin-  rnlc  of   the  Slxtccn-Polnt   Propram Coordinator 

* :iratc  apt'c I flc  act ton   llcmg  for   the  Sp.m Ir.h-SpcaklnR Americans 
which can be  iitcludcd   In  tho agency's aCClrr.atlvc action plans 

•*     idi'iit tfy  the  proMrm areas   in  plniinln}; and   inplcmcnting  the 
Slxlrrn-i'oJnL   rrcti;i-.im 

* dlfii'u'i.-i of frcl tve  r.t rntep.tr'i   In   ImplrncntlnR  the Slxtcen-Polnt  
Pr our a IB 

* idonlify nvallablc resources at   ihr CSC and other ap.enrles whicli 
can .vi.'-.lst  them In Implrmenting a  Slxtcen-Polnt Proprnm 

H[(]^H\y_AjlJW0 

r.iri Irlpni, Inn   In  open  to  Tcdcral,   .'ilate and  l,nral  (;ovornmcnt  cmployeer. who have 
I ispnn'i thi II t Ie:i   In   pl.Tuiilng  .MM\   Ir.ipl rinrnt liij;   the   S Ixteon-rnliiL   rrnf.rnin   Tor 
:.I* inl'di-Sp'-;il inf,  AiniT leans,     Thlji   Includes   i.hc   S I xl fcn-Pn Int   rr(ir.'';>n (*i»nrd 1 natoj 
IMiiTlnr of   Kr.O,   r.i:(> OCrim-,   rtclrr.il  WiMiiiMi'fi  rrof.r.Tn Coordinator,   and  pcrsonn 
',hn  havr )\rvn lies 1 (Viatrd  .Slxtrrn-1'o Int   Proc.i .im rc:i;'<>nr.Ibl 11 tier.i     Hcr.»ii«e  lliis 
l«i'»r,ram.   In aiidltion  to  the objerllvon  II*:tod above,  aim  to  fopter cooprrni ion • 
h"'lwi'»'ii  the .SJxlern-PoInt  Pro(;r,)n rot»rd 1 nnior  and other  periinnR wurklni:   In  tbo   ; 
lit) prf»f,r.)in,   W(»  urpy   t!tr aprncien  I.o  nonlnale  a wncVlnR   tram,   l.<^»»   the  Slxlrcn* 
p..lilt   Prnj'.i.tr-. Co'M dhi.Ttor or  whnevi r  holilr.   the  rr';ponfillu 1 Ily  for  t)ie proi;r;m I 
.iiid   tbt'  pi-r-ion   Involved  with   Lhr  Sistcpn-Polnt  Prcgram CopidInitor   tn   lI^p1 f-nent! ir.. 
I itf  pii>i;riun.     Priority «.on(iii'.cr;ii I-MI ull]   he  given  to  thla  team,  nltlioiip.h 
IIKI Ivlihinl  noinlnnt lonn will  not  be exclndrd. 
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s-    I   ••.   i,-i I.Ml ,1  r.'tm  </ ici: 

•'ii.ci<M. r.'ii Ti.iriiiii!'. iniitiiiii- 
r-"  ••11,(1 I  fi,».i".- Ill   I'l .-ifitinf*. c^i-nter 
r-i,.-,'!! (»f   11.1 lit Inf. 
• '.:'•,  ''Icll   Siiuicc CoiiHil-inlon 
r.i :iiiiii:ii.ii. I), r..    ;ii/ii5 

Ti-i    I M i I I-in.-i 1   Infiu m.'it Ion write  titr nbovc ntldrrns or plionot 

;.':  20:!  f.J2-9772  or  Coilc  ]01,   ExlrnMlon  29772 

'"•  •-'. 

lx*:ii   ol   till' coiiist*   Is  $105 per pnrt Ic Ipant. 

r.'.'J( ' 11 AM I'M Pr AlVJNt 

A/,-iir l^'ji will  he blllrJ   fur nil ncccptud n<'»"iriC-fB unless c.incel Intlons nrc 
l.r.'i^LiI   bj*   Iho  f,incoll;it ion Hctdllnc.     Substitutions  may  be mide up   to   the 
It.//.f f.iiiur, ol   I he coiirNC. 

if.r:.-'\K 

•     .t', tfni The  loc.it ion of  the  traininj*. roon i-ill 
be n^vfn   in  the acccpt-inrc letter. 

••••   ••.iii.m ne.i.llli.'-: Riy 2,   1?73 

(. im-l l;it. Ion lic.uIUne! Ilay 16, 1973 

O'lir.-i! n.TIc: Rny 23 - 25,   1973 

Cr.T  22-Otli;il  (;-:.•!) 



347 

OUDL'SHCD IN AOVANCC OF INCO«PM*TlOM 

IN fPMCH*rT€ll   __ZiJ!  

IIFTAIN UNTIL VUPCftSeOCO. 

FPULTR. Na 713-18 

UMTCO STATflt CIVH. URVICI COmHUIOM 

FEDERAL  PERSONNEL  MANUAL  SYSTEM 

LETTER 
Wa»Unfla», D.C. tOilS 

FfMLETTH MO. 713-18     ' J.nuary 23,  1973 

WBJCCT:    Equal Eaploynent Opportunity - loploMntlng the 
Spanish-Speaking Program 

Hradt af Dtfartmtnti and IndtfrndeiU EttahlithmtUt: 

1. On Noveaber S,  1970, Preildcnt Nixon coialtted the Federal Covem- 
nent as a responsible ca^loyer to a Slxteen-Polnt Program to assure 
equal opportunities In Federal employment for Spanlsh-aumaned Americans. 
Attachment 1  to this Letter Is a copy of the original White House press 
release announcing the program.    This effort Is s part of the Federal 
Government's equal e^loyment opportunity program. 

To evaluate the effectiveness of agency efforts In Implementing the 
program,  the Civil Service Comslsslon undertook a special study to 
assess overall progress at agency headquarters  level and at the instal- 
lation level.    Findings of the study are based on narrative reports 
and on a series of on-slte evaluation reviews conducted by the Commlaelom 
at  77 Federal field Installations throughout the nation. 

2. Purpose 

The purpose of this letter la  to let you know the findings of the study 
end to Infora you of the specific actions that should be taken In Imple- 
menting the Slxtecn-Polnt Program to overcome the program deficiencies 
Identified.     The agency action steps  listed below should be reviewed 
and considered in  the light of each agency's Slxteen-Polnt Program 
accomplishments and each should be properly reflected In the agency's 
affirmative Equal Employment Opportunity Plan of Action. 

3. General Sti^aary 

The review of agency efforts showed meny positive actions and that solid 
acco^llshments had been achieved, but that overall efforts need to be 
further strengthened In order to achieve the nationwide program objectlvms. 
Demonatrated 'conmlcment to  the program In all egencles Is essential and 
strong leadership from the headquarters level needs to be reflected by 
specific guidance issued to subordinate units.    This will result in Incressed 

IMQUIineS:    Director, Spanlsh-Speaklng Program, Coda 101-26800 or 63-26800 

CSCCOOE      713,   Equal  Employment  Opportunity 

OlSTRiBunoNi   rm 
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fftorts   In  licld   Installations.    These  flttdlngs eaphaslze  that ue must 
view this  effort with the laae sense of urgency that prevalleii at   the 
inception of  the prograa.    Within this context, we gwst assign high 
priority  to the President's Sixteen-Point Prograa and co^sunicate  this 
sense of  urgency to  field managers  In a finely and specific manner. 
Field managers must recognize  that  their personal  Involvement  In 
aasurlng equal opportualtlea  for the Spaalah-sumamed  Is essential  for 
cffactive  laploMntatton of the prograa. 

*.     Appointment of Spanish-Speaking Program Coordinators 

To assure  that  the Sixteen-Point Program Is   fully Implemented as an 
integral part of the agency's overall Federal Equal Employment Oppor- 
tunity Prograa,  each agency should appoint a Coordinator for the Slxteen- 
Polnt Prograa on the staff of the Director of Equal Employment 
Opportunity.    The Coordinator may serve  In this  capacity on either a 
full-time or part-time basis, depending on the size and needs of  the 
agency.    Noraally, we would expect departments and  large independent 
agencies  to establish a  full-time position for this  purpose.     Smaller 
agencies may designate Coordinators on a part-time  basis and  these part- 
time Coordinators  should also be responsible to the Director of Equal 
Employaent Opportunity Insofar as  their Slxteen-Polnt Program activities 
are concerned.    Agencies should also determine needs  for program coordina- 
tion at  field offices or  installatlonK  located  in or near Spanish-speaking 
population centers, and designate  full-time or part-time Sixteen-Point 
Program Coordinators  to work with Equal Employment Opportunity Officers. 
Attachaent 2  to this Letter describes  the role of the Slxteen-Polnt 
Prograa Coordinator. 

The Coordinator ibouU serve as  the principal staff advisor and  focal 
point   for prograa direction.    He should advise the Director of Equal Em- 
ployment Opportunity or the Equal Employment Opportunity Officer on the 
special concerns of the Spanish-speaking and ensure that specific actions 
are  taken to provide equal opportunity for the Spanish-speaking  in 
connection with prograas of rccrultiKnt,  training,  proaotion,  upward 
aoblllty, ate. 

5.    Agency Action Steps 

lanediate steps  should  be  taken by headquarters offices  to follow up on 
local  l^leaentation of the Spanish-Speaking Prograa and  to  identify 
probleaa and direct necessary action.    Our studies suggest that particular 
attention should be  focuaed  In those geographical areas where sizable 
concentration of Spanish-sumaaed Aaerlcans would appear to represent a 
relatively uotappwl recruitaent source for the kinds of skills and 
abilities needed  In Federal  installations.    This  should be given specific 
conjlderatlon MB agencies develop recruitment plans  In the  future.    At 
the same time,   lapleaentatlon of  the prograa should  be  intensified on a 
nationwide basis. 
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To avoid communlcaclon breakdowns which have apparently occurred ac 
incemtediace or regional levels, agencies must assure themselves that 
regional and intermediate level officials are aware of their respon- 

sibllitlea for providing guidance .on the .Spanish-Speaking Program and 
for evaluating progress at the field installations. 

6. Agencies should continue to review traditional staffing and recruit- 
ment practices to identify and correct those which nay act as artificial 
barriers in providing equitable opportunities to all persons, including 
Spanish-sumamed applicants. As part of iCB overall EEO responsibility, 
each agency should make a critical review of agency employment practices 

with particular attention given to assuring that (1) positions that can 
be reengineered to trainee levels are not being filled at the journeyman 
level; (2) work experience is given adequate consideration in Job qualifi- 
cation requirements and that formal education is not being overemphasized; 
(3) persons with knowledge of Che .Spanish language are being recruited to 

fill positions requiring such knowledge; and (U)   recruitment and referral 
practices are designed to tap Spanish-sutnaaed resources at local levels 
where significant niabers of Spanish-speaking citizens are concentrated. 

7. The flexibilities of special entry programs such as the Veterans 
Readjustment Appointment Authority should be reemphasized to assure that 
they are fully understood and used In opening avenues to Federal employ- 

ment.  In many instances', the failure to establish entry level positions 
has precluded effective use of Veterans Readjustment Appointments.  In 
other Instances, failure to contact all veteran sources and Inform them 
of the VRA authority has resulted in limited progress in this area. 

Agencies should take whatever special steps are necessary to assure that 
the returning Spanish-speaking as well as other veterans are informed of 
employment opportunities available under this authority. 

8. Agencies should make sure Chat chelr use of the Cooperative Educadon 

Program includes conslderacion of college students from all groups. 
Agreements with universities chat have significant Spanish-speaking 

student enrollments aa well as ocher unlversicies should be considered. 

9. Agency equal employment opportunity action plans at all levels should 
include action items that reflect full applicability of the action plan* 
to the Sixteen Point Program. Numerical goals and timetables are 
recoioaended where they will contribute to Che resolutions of equal employ- 
ment opportunity problems. CSC Bulletin 713-25 on the new requirements 
for action plans under the EEO Act of 1972 cites examples of the kinds 
of items applicable to the Spanlih-speaking. 

10. Agency recruitment practices should be reviewed to assure that 
recruitment teams, as appropriate. Include members who are Spanish-speaking 
and have knowledge of the Spanish-surnamed recruiting sources.  Agency 
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luadouartcrs offices should Instruct their field ln»t«llations on Che 
proper vise  of  selective  factors  in requesting certification of ellKibles 
to.- positions  Involving contact with Spanlsh-apeaklng citizens.     Proper 
documentation of need was  identified in our special study as an area 
requiring  further inproveoent. 

11. To avoid alsunderstandlng, agencies should review their supervlscry 
and managetKnt  training programs to assure that the Slxteen-Point 
Program is not viewed as a separate equal enployaenC opportunity program, 
but as a special enphasls effort within the context of a total EEO 
program to aaaure all citizens equality of opportunity without  regard to 
race,  color, religion,  sex, or national origin. 

12. So that ve may share current information on the program with you; 
agency,   pleaae send us the naaa and mailing address of the p«rson(s) 
you designate as  Hie Coordinator for the program at  the headquarters 
level.     Please  send  this  information to Mr. Hlgifiio Costales,  Slreccor, 
Office  of  Spanish-Speaklnik Program, Civil Service Caealtsloc, Sooc THIO, 
1900 B  Street, KW., Uashington,  D.C.  2041S. 

Bernard Roacfl 
Bxeeuelve Director 

2 AttachasnCs 
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KOK   tMMEUlATE   HKLEASC NOVKMUEH   5.    i'i7i) 

CXric* el tk* Whli* Hoiuc Pr««> oacrctary 

ThE WHITE HOUSE 

Th* PT«*id«Dt today aunounctd lb* iaitiation by th* Civil S«rvic« Commii«iea 
of a >isu«a-polot i<r .,.<ni :o aaiiat Spaaiah-apaakiag Amaricao citlsaoa 
mho »r« latarcatcd is jetalBf Fadaral ciTlliaa tarvica. 

Thia program ia a (oUowup to the ataumaal tha Prcaidcm mad* ia hia July M 
praaa conltraac* ia Loa Aagtlaa walcemiac lalaraatad aod qualified Spaalah- 
•yaaklag paraoaa «he hava an tataraat ia Rdaral amplfymaat. 

Tha alataoa atapa «blch Civil Sarvica Commiaaioa Chatrmaa Rebart E. Hampwa 
will bagia Immadlalaty to oadartaka ara a* tdlowa: 

I.   Appelat a (ull-tlma efttcial la tha Civil Sarvica Cemmiaalea wlto will provM* 
aidvlca aad aaaiataoca oa mattara ralatlag to Spaalab-aaraamad pepulalioa to 
•aaara (all applicatleo of tba EEO program la all Fadaral agoaciea to tMagroap. 

X.   Bagia aa iataBilflad drtva to raeruit Spaalak-auraamad paraoaa, particolatly 
tow Idaatiflad public contact poaitiooa, la araaa e( baavy Spaalab-apaaklag 
yapalaHoa, iacludiag tba Sovtbvaatare atalaa aad U Chicago, DaMoil. aad 
Naw York, aad certala otkar major matropeUtaa araaa* 

3. Uaa apaciallaad racrallmaat taama, to iaclnde Spaalak-apaaUag paraoaa. 
far collaga raeruitmaat, particalarly at ceUagaa wltk kaavy Spaalak-apaaUag 
•aretlmaata. 

4. Bagla work immediataly wilk OEO, OHEW, HUD, Labor to flad «aya to 
oakaaca opporiuaitlaa at all lavala (or Spaalak-auraamad Amarlcaaa ia progranta 
daallag wilb tha Spaoith-apaaUag pepolatloa aa wall aa la otkar programa aad 
la kay occapatioaa. 

i. Slap up raeruitmaat (or Cooparaiiva Educatloa Program at cellagaa «llk 
algaUlcaat aambara o( Spaalab-apaakiag atudaata to parmil aatry (rom FSCE 
ragialara withoat aacaaaity ct wrlttaa axamiaatloa. 

t,   Empkaaiaa to Fc^aral agaaciaa availability of aalactiva placcmcat oa billagaal 
kaala ae Spaaiab-apaakiag paraoaamay ba raachad (or appoiatmaat to paallioaa 
daaUag wllh tha Spaaiab-turaamad populaliea. 

T.    hold .n EEO coa(araaca d Fadaral maaagara aad aqoat opportuaily o((lciala 
la tba aoathwaat Oaaigaad to aaaura aqual opportuaily (or Spaaiah-apaakiag 
paraoaa la ampleymaal aad upward mobilUy ia Fadaral agaaciaa. 
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•.    D»v«lor pUaa (ar r«4«rsi afaacio usdar CIC ara* offic* laadaraKip to 
work with hifk achosla  -a Spamah-apaakiitf araaa is maka kaown job apportuallias 
ta Ik* Fadaral Ce**ni>M«t tad to c««n«*t aad ta ••cear»t« aOidaMt to alay ta 
•ckaoL 

V. Hira for ••nunar amplojrmaiu ia Fadaral a|«Bciaa hifh achocl aad coUaga 
taackara fram acooelt aarviag Spaaiak-apaakiag atadaata ta fl«a ikam aa<a»- 
ataaMat of Ika Fadaral Covaraial wkidi thay caa raUta ta itudaata. 

10. Maka apacUl affort to iafarm Spaaiak-auraaoiad vataraas ol araUabiUty of 
aoa-eenfatittva appaiatoaata for Vlataan Araa Vataraaa lactaJtag CS-S tovaL 

11. Ra^aira Fadaral afaaciaa to raviaw tkair EEO actlaa plaaa aad miaority 
am^loyotaat fifaraa aad maka aay aacaaaary roviaiaai ta aaaara tka fall 
applicability o( tka plaaa to Spaaiak-aaraamad papalatloa. 

U. Raviaw witk a«aactaa atat&v "< ^KO pragram to auka aura tkat tkara ia 
•adarataadiac U tka program et tka apacial proUaaw of tka Spaaiak-apaakiaf. 

II. Provida addltioaal traiaiag programa oa ECO aad paraoaaal maaaganaat 
far Fadaral auaagort ia aroaa el Spaaiak-tpaaUag |iapiilatlna 

14. Witk Ika Oapartmaat of Labor, azplora tka faaaibility of aatabliakiag aa 
Xatargavoramaatal Traialag Facility for upward oaebUity aad aklUa traiaiag far 
Fadaral. alata aad local caraara U tka Seolkwaat, probakly ia Saa Aatoaio. 

15. Cellact aacaaaary data aad broadaa aaalyaia of miaority alatiatica to bria| 
eat apacial iaformatioa ralatiag to ampleymaat aad apward aaebilUy of Spaalak- 
earaaoaad paraeaa ia tka Fadaral Covarameat. 

16. Raqaira EEO raporta from agaaciaa to raflact apacial iaformalioa on 
Spaaiak-auraamad paraoaa and iaclud* la Ika CSC agaada (or EEO avaiualioa 
qaaatieaa directed at particalar problaroa ralatiag to employ<neB< aad upward 
•wbllity of Spaaiab-anraamad peraoaa. 

»»» 
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AttulMot 2 IN Ur. Be. 7U>1S 

Th« Bol« of th« Sl«t««n Point Pro«rwi CoorJln«tor 
(Coordinator for Sp«nUh-Spaakln| prograa) 

Thar* la enlj ooa Bqual Aiplojraaat Opportunity PngraB appllcabla 
to all dtlaaaa.   Vlthln tbla prograa, oecaaaary atapa auat ba 
takan to aaavra that Spanlah-aumaaad Aaarleana liava a full aal 
fair opportunity to co^ata with thalr fallo* Aaarleana for aaploy- 
•ant and advancaaant In tha Fadaral aarvlca. 

Tha prlaary rola of tha Coordinator ahould ba to aar*a aa tha focal 
point within tha agancy for laplaaantatloa of tha' tlxtaan Point 
Frogxas.    In thla rola, tha Slxtadn Point Prograa Coordinator 
ahouU advlaa agancy nanagaaant and tha Dlractor of Equal taployaant 
Opportialty on tha apaclal a^loyaant conrama of tha Spanlah-apaaklag 
cltlaana and on tha nacaaaary actlooa raqulrad to affactlvaly 
accoapllah tha goala of tha Slxtaan Point Prograa.    To aaanra con- 
tinuity and coordination of tha total equal a^loyaaat opportunity 
affort, tha Slxtaan Point Prograa Coordinator ahould ba raapooalbla 
to the Dlractor of Iqoal Baployaant Opportunity at the agency 
headquartara level, or the Iqual Eaployaant Opportunity Officer at 
aubordloata agancy levela. In ao far aa the Sixteen Point Prograa 
actlvltlee are concerned. 

Specific actlvltlea wfaldi will peralt the Coordinator to ^et hla or 
her reaponalbllltlea are the following: 

(1) Provide effective leedemhlp end guidance to agancy aaaagara 
and aiyarvlaora on their reaponalbllltlea In laplaanntlng 
the Sixteen Point Prograa.    Equal •aployaant Opportoalty 
la the reaponalblllty of the aanagar and It la ha who la 
ultlaately reaponalbla for tha auceaaa or failure of tha 
prograa.    The peraonal Involveaent of the hand of tha 
organlaatloo aoet aaauradly la needed,  but prograa reapoa* 

'   alblllty la aharad by every line aanager and aupervlaor 
In the orgaaliatlon. 

(2) Serve aa the agency'a reaoorca peraon aad principal ataff 
advlaor on the unique concema of the Spanlah-apaaklag. 
The Coordinator auat actively participate In the danrelnpaeiit 
aad i^laaantatloa of the agency'a national, raglooal, aad 
local Bqial Eavloyaant Opportunity plane ae that apeclflc 
action Iteaa directed at laplaaaotlag tha Sixteen Polat 
Ptugraa are Included In the plena. 

(3) Aaaure that effective relatlonahlpa are eatabllahad end 
aalntalned with Spaalah-apeaklog organlaatlooa and groupa. 
Inclining thoae rcpreaanting Spanish-apeaklng woaan.  In 
order to obtain their cooperation and advlca on the agency'* 
efforta to reach all Spanlab-apeaklng aanpowar aourcaa. 
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(4) Participate a« a represnicadve of the agency at aeetlnga 
and coafereoces held  by civic groups and Spanlab-tpeaklng 
organlzationa,  such as UILAC, Aaerlcaa GI ror<», SER, 
ASFISA, etc., which are Interested  In laprovlng the 
c^loyablLtty of the Spaolsh-spcaklng Aaerlcan.    Maintain 
cloae liaison with Sixteen Point Coordinators  froa other 
Federal agencies   through associations of Federal aanager* 
such as Federal Executive Boards,  Federal Kzecutive 
Aasoclatlooa, and Federal Personnel Councils. 

(5) Assist In aaseaslng the agency's Spanish sumamed eaploy- 
aent situation so that eoployneot patterns adgbt b* 
Identified and participate in solving the problesu  identi- 
fied through the development of enployiaeot goals and 
tiaetablea where they will be useful In encouraging 
affiraative action.    At the headquarters or regional levala 
aaaure that effective specific guidance and direction to 
field inatallatlona  is developed and disseainated in a 
tlaaly aanoar and that effective aechanisa* for follomip on 
lapleaentatioo are instituted. 

(6) Facticlpata in special studies of agency eaploynent practlcea 
to ascertain whether there are systemic barriers which have 
the effect of Halting opportunities  for Spanlsh-speaklns 
cidzana.    Such special studies should  Include internal 
evaluations and planned assistance visits  to subordinate 
coaponents of the agency, and Coordinators should be 
ac^ar* of taaaa involved  in these activities. 

(7) Ravicw agency training courses  to assure  that  they include 
laforaation on the Sixteen Point Prograa and participate 
la Che dcvaloparsat and iapleaentation of upmrd aobllity 
tralnlag and education prograaa required b^ 1.0.   11478 
ai^ the no Act of 1972. 

rbe peraoa deaignatad as the Sixteen Point Coordinator Bust be able 
to deal effectively In the organization and  in the EEO prograa 
fooctloo including advice and counsel to aanagemeot on proper and 
effective efforta  to iapleaent the Sixteen Point Prograa.    Persona 
designated as Coordlaators should be able  to deal effectively with 
Spaniah-apeaklng organizationa. 
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United States Department of the Interior 
OFFICE OF THE SECRETARY 

WASHINGTON, DC.    20240 

May  13,   1974 

EQUAL EI'IPLOYI'IENT OPPORTUNITY MEIIORANDUM NO. 74-15 

SUBJECT:  National IMAGE Convention 

TO;      Equal Employment Opportunity Officers 
Spanish-Speaking Program Coordinators 

The National IMAGE Convention will be held on 
May 30 - June 2 in Las Vegas.  A copy of the 
tentative agenda is enclosed. 

The Office for Equal Opportunity will participate 
in the Convention and we urge your participation 
also.  Please contact your field installations as 
soon as possible so that those employees who are 
able to attend may begin to make plans. 

He regret the delay in getting this information 
to you. 

Enclosure 

Save Energy and You Serve America! 
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Amou S5003 602 26;... .2 

March 30,   1974 

Dear Colleaguet 

The 1974 National IHACE Convention will be held on Kay 30- 
Junc 2,   1974 at the Flaningo Hilton Hotel in Las Vegas, 

f^AM      Nevada.  For the Convention, we have scheduled instructive, 
Silo"**"*    participative and informative sessions in furtherance• of 
         IMAGE Objectives.  These workshops are intended to provide 

participants with the nost current data available with 
respect to: public enploynent and Spanish Speaking Aneri- 
cans; recent court decisions; significant Civil Service 
Commission regulations; government employment opportunities; 
effective affirmative action plans; progress of Chicanos, 
Puerto Ricans, and other Latinos in educational institution 
employment; and, status of the Federal Sixteen Point Plan 
on Employment Opportunities for the Spanish Speaking. 

Knowledgeable and experienced individuals from throughout 
the nation will be present to contribute to this important 
meeting.  Government representatives, elected officials, 
educational officials, and other interested persons are 
expected to attend. 

Reports will be presented on IMAGE national and local 
efforts to improve employment opportunities for the Spanish 
Speaking. 

This national gathering offers an opportunity to interested 
and concerned government agency representatives - federal, 
state, county and local - to meet and develop contacts with 
Spanish Speaking individuals, to gain access to qualified 
skills banks, and present their agency's progress in EEO 
activities. 

You are cordially invited to attend and participate in 
this Annual Convention.  Vie feel that you can play a major 
role in the success of this Convention and the continuing 
efforts of IMAGE to achieve its goals. 

Unless the Spanish Speaking are substantially included in ^^ 
government jobs this nation cannot be satisfied until it 
has provided true equal employment opportunities for all 
Americans. 

Ed Valenzue^ 
National President 
IMAGE 
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•TAIRSDAY.   MAY 30,   l')74 Q 

#30 -    8:00 p.m. Meeting for all Chapter Chairmen 

00 - 10:00 p.m. Regietration - 

9:00 - 11:00 p.m. No Hoit Cocktail Party - 

rniDAY.   MAY 31.   1974 

8:00 a.m. Regietration- 

9:00 a*n* Convention Convenea - 

Opening Ren^arki - Jerome CarriUo,   President, 
Nevada IMAGE o< L.a Raza, Inc. 

Pledge of Allegiance - Fred Florea. Oiairman, 
American C.I.  Forum 

Invocation - Father Cavglia 

Presentation of National IMAGE President 
Edward Valenzuela by Jerome Carrillo 

Welcome and Introduction of Guests - National 
IMAGE President Edward Valenzuela 

Welcome - Honorable Mike O'Callaghan,  Governor of Nevada    i 

Honorable David Towell,  Congressman of Nevada 

Honorable Harry Reid, Lieutenant Governor of Nevada 

Honorable Oran Gragson, Mayor of Las Vegaa 

*   " HonoraUa Crux M. Olagua, Mayor of Henderson 

Joe Benltes, National President, L.UUAC 

Antonio Gallegos, National President, American C. 1.  Foru 

Ricardo Zazueta. National Director, SER 

Fernartdo Romero, Chairman, Nevada Spanish Speaking 
Coalition 

Leo Miranda, Representing Peter J. Brannan, 
Secretary of Labor 

(1) 

4a-i>a o • i> -14 
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I 
11:00 A.xki* Introduction of Keynote Speaker,  Carman R. Maymi, 

Director of the Women's Bureau,  U.S.  Dept.  of Labor 
t 

12:00 noon Luncheon - Chris Carlos, Natlooal Znd Vlc« Pxesldent oX IMAGEl 
Master of Ceremonies . I 

Blessing - 
/• 

Introduction by Arthur Sandoval,  Jr- »   Director of Personnel 
Management.  U.S.   E. P. A.,  National Environmental 
Research Centers,   Las Vegas-Corvallis,  of Guest Speaker 

The Honorable Roberto A. Mondragon, 
Lieutenant Governor of New Mexico 

1:30 - 5:00 p.m. Convention Workshops 

No.   1-16 Point Progrann for Spanish Speaking 
Arthur Sandoval,  Jr.,  Moderator 

No.  Z -   State and local government - including those who 
work in State and local educational institutions. 

Al Ramires,  Chairman,  Nevada Manpower 
• Planning Council, Moderator 

SATURDAY,  JUNE 1,   1974 

6:00 A.fn. Registration . .   -. • 

9:00 m.m. Convention Convenes 

9:15 a.in. Introduction by Frank Quinn,  Regional Director EEOC, 
' of Guest Speaker,   John Powel,   Chairman,  EEOC. 

10:15 a.m. Introduction by Lucian Turrletta,  Board Member,  Nevada 
IMAGE of La Raza, Inc.,  of Guest Speaker Alex Annandarez. 
Director,  Office of Minority Business Enterprise. 

11:15 a.m. Business Meeting 

Committee Report on National Skills Bank 

12:00 noon Luncheon - Josie Gurule.  National 1st Vice President of IMAGE, 
, Master of Ceremonies 

Blessing - Father Ben Franzall 

Introduction by Ann Mueller, Secretary,  Nevada IMAGE of 
La Raza, Inc. ,  of Robert Hamption,  Chairman,  Civil 
Service Commission. 
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Mexican Dancers - To be coordinated by Maria Smith and 
Margo Torea 

1:30 - 4:00 p.m. Business Meeting 

Chapter Reports 

Project Compliance 

Constitutional Revision 

PROGRESO CONTINIO CON IMAGE - 

VAYAN CON DIOS 
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United States Dcpartinent of the Interior 
oirici; or 'UIF, .sr.cKinARv 

UASIll.NCiTO.S, DC.    211210 

May 18, 1973 

EQUAL EMPLOYMENT OPPORTUNITY HSMORANDUM NO. 73-14 

SUBJECT:  League of United Latin American Citizens 
Convention, June 21-24, 1973 

TO: Heads of Bureaus and Offices 

The League of United Latin American Citizens has 
invited the Department of the Interior to participate 
in their annual convention on June 21-24, 1973, 
at the Civic Convention Center in Albuquerque, 
Now Mexico. 

Last year the Department was represented by 
Mr. Hedardo Sanchaz of .tiy staff, while bureaus and 
offices v.'ere r.sked to provide literature for 
handouts.  This effort was very successful and 
ai>pxeciateu by the menibership oj; LULAC. 

This year the Department has made arrangements 
to rent exhibit space of 10' x '40 dimensions on 
the first floor of the Albuquerque convention center. 
We invite interested bureaus to utilize this space 
VJith bureau exhibits, and we encourage participation 
of bureau employees at this convention. 

Bureaus who wish to display an exhibit p^ould notify 
this office by May 25, 1373, to enable us to make 
final 3rrc;nqor.icntG for coordination of tiis effort. 
The burGau"! are encoucigGd to ntsure thist Spanish- 
surnsmed Gniployees are included among tliose 
designated to man the exhibits and to assist with 
the distribution of literature.  Your cooperation 
is appreciated. 

Enclosed is a copy of the agenda and pro- 
registration form for duplication and distribution 
to those employees who will bo representing the 
bureau as convention participants. 

Enclosurss 

^^^£.£. 
Eciw..rd' E Shelton 
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T  L   :i  r A T   I   V K      A G L  N D A 

LlA(^lt  <»   lanUI) I AMU AMLMI/iH CirULiC, 

-"••nil ii/u |i"ty\L oir/Liiriot; 
AOI   So'On.l   H.W. 

Alkutjucr que. New Koxrco 

JIINC  21   - 2";,   I97i 

9:30 Al>i r<eqi;1iut ioi   tit Convorition Center   though  5:00 FV 

10:00 A« l'/c-,r. Cynfc^r unrx   - H.ilioiuil   I'! <.•:.; iloiit .ind others 

IO:iO fV National  arc StalB Officers 1o noine co.Tjni ttees 

I 2:00 r^'. Revenue Sliorini; jcirif.ar   Luncheon 

^p) r1-! Free Tir.? 

7:VC FT-. FifLta Ic- iti,na  i 
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8:00 /•%'•     -    reof jt'tirion ot Convention Center 

9:'>J AM     -    Oponinn Crr'jn wieri 
Now »-'>f.-i».'iiii to Uire-tu-    tur n5 Govef   to tiorio*oble  f\src  V,  Vii'a 

Cori >ral   r-«t; iK't 
hjnj'cMe '^etp V.  Villa,  National  Prebicent Presiding 

Proientation ot Colors 

Official  Trayer c.V.  Mo'ones, National  Ch^p ain 

Ple^oe ot Alia-:ia"ce Ray Ca;rid,  Nntionol  Sot.   of  Arm'. 

t'elcoiT* AcOr'jii HonorabU'  Luu is Saovec a,  Chai'iivjn. 
C i ty Cjtnir.ission 
Albuquerque,  New Mexir.o 

l<c'..pon',t? Il'jitoi .ililo 
Pa:#t  Ndlioitol   Prebidcnt 

Po11  Ca11 

Uatiunol   OM-ccrS CIvid  Chovc-t,   U'atiOnoi   SecrO'.Tr y 

Minutes of   ['yi7. Notional 

Convuiit ion,  I o.i lo. K.t,   Te/i.js 

Cr ril.,nl ial*   IJ.fnHiltco   I nte( im Pcf>oi t 

Uv eo'.  fo»   L uni.l«.->n 

l2;'J-0 f:i        f-'et Ot)"'I ion I um hiJon 

r.i- loi    i>l   (.'•• *;rl^)l^l':^      -     ti>',il 
t.cyi'.jle ?[HMlur -    KciinciJy ijnJ Ctf.o»   Cl ovcJ 

2: .'J Pt-: S«rii-i;i--.: 
Tr-i-l  "ripl ;vi..M'i ."^p .ui l'.t"'ry  - Tcf-e Costoles        f'oom  
l-'outinn                 -    Robfrto Orr.elas Room  
ICtA                        -     Joe fomirez  or Ed Lurero Room  
Woii'<jn". Afliiiis -    Julia /otuya Room  

'.:0') KM 5(;m;i..w •. 
Cilu'.itlifi   - iVivi ! riOJ«ii:'.' f'otJm  
YJIIII -  '.'I  Vj'ijno,   l«i t i Orm I   V i. e-l'r I.", i  lonl      Rjonl  
S.L.f'. ~ l'i'..'-.\» /n.'u»;l.i,  fxCfuliv" IJirorlo'   iTud 

(1.}'- 'riv'jn,   •laltjM.il   Ch.jifPO'i ItCK^t.T  

0:'^)  T'l ;./•:.,   ,.•  .   A.. I-) 1- r. 
.':)J r.' ,-ii.il  to Mil'-..i . •!.  Ii>i   Jol.;-jli'. 
7: . < il' Ti/ •    T   ..,11 '   ». I I   '• 11.ti.  'i- 

r Ust.i ••••j'!!-.) j   I I 
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• l.itl-'.'    *,»,••.•   Ml-.*.   I  ».•    IJ.V'.'liT 

,!• 

I n :.T '-•• 

I"": V  R' 

i:03 fr- 

All .11 i f. 

"c-'. Ij;' J-T  n  .i i.r-   .J:."lr.  - ...i.u'jl   •.•!'.:,   1  '!' - IV.Ti •'-.i   ./ii' !, I      '/:, ti: 

^'rtt   *:   I J. ' neor 
f-'cjTcr of Ce"cn--witc.r.  - i.ono ijble foL'?rTo jrncias,  PacT Nottj-.ejl 

I lUAC  Pre. iil'jrit 

f r.. • t .1 Ic : : ill ul   .;•'.;• I' 1  ni 'J Cl^lc ^ wu' ;': 

'.jr-'fi.-l   -   :    • :J:   ' I.'J* VF. .,• 
'c,:.   1   •.•(- '.i ••i^.' •• 

"il?     '  <,••:!•   of   I   .•• Cci Vf. t' )r! CM©!,  (I. I   Pooo,   re.OS) 

•.jr. •! .-.t •.>:.   -)l    I  >70 ai.i    n."/  Convunt'an  iilos 

• ?  Cil 

i : c:   '"I-* • il*'     ^'i.';.(.• t 

'.%!••     ••!   '.K   .'in It(i(". 

t< •,•   i.- : I'. ,.i .-1 

(M'r   •i-:,!,..!   '..•:..'I',   .'•...,   . :.il.'   1   '•   •   I'." ,   ~-tj-    il     •'    111    ••,..    I.::,.- 

.  • I    I I       'I ".'.  I    u'   i) Il   l-"ii'..|  r.u 11 "iiti I  f • e; I .:• '•'•.. 
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n;3'^ f^y^ I ntoruoriominrttionol  Service ot Convention Cente* 

)'. '0 AI-' Pj'.irtc;  fto*.!»!(»( Ic-otivunrji 

Solerlion o*   t^'/7 -   I'y76 llfitioiinl Cor.vofition iite*; 

chrr'ci/   oi Lot i;r».'  iffi'.e:;. 

Notiarcl   yice-Fi.ji'•..•.r.t  of   Youth 

I.'ot'oiiBl  Vitf-I • c:.I'jcnt of FoiSest 

KatiDnal   vice-P'tsiOer.t of MitXost 
Nttionol  Vice-Presiuent of Southwest 

national  Prer.ijent 

^^ Instal lot ion ol  Motional Officers and State Director 

I ] : •') AM AdJ*.>U'timr.-ttt   of   '.'III liotl'iii.)!  Ci>nvCrition 

IX:-X> 114 fniti-'Hiul   Sii;iM;t:>! CIMII.' tl   Hc.'liti'i 

'.*.    •'.'     •.»!•    K-*i    • II* I   .li    till-    I il:*."-    ilii'i'IJICM! 

In Ol di"    Il^iil   'rf," • i'*t'-   I .111  • lo'u oil   Itiii'?,   yoii ."no 
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The views expressed and Che accuracy of the Informacion 
presented In this report are the responsibility of Individual 
conference participants.  Publication of this report does not 
imply endorsement of opinions, conclusions, or recommendations 
by the Department of the Interior or the Colorado School of 
Mines. 



CONFERENCE ON MINORITY PARTICIPATION 
IN EARTH SCIENCE AND MINERAL ENGINEERING 

We are pleased to join in sponsoring the Conference on Minority 
Participation in Earth Science and Mineral Engineering to be held on 
June 7 to 9, 1972 in Golden, Colorado.    TTie sessions will be held in 
the new Cecil H.  and Ida Green Graduate and Professional Center of 
the Colorado School of Mines.    The immediate goal is to launch a 
program for increasing the participation of minorities in the earth 
sciences emd mineral engineering.    The long-range goal of greater 
minority participation in all fields of science and engineering is 
important, of course, but we believe it wise to concentrate on a 
clearly defined area as a first step. 

In the last decade many barriers have fallen which impeded 
participation by minorities in professional careers but, despite this 
general progress, there are few minority members in earth science 
and mineral engineering.    The Nation needs trained manpower in 
these fields and minority youth needs career opportunities.    The 
objective of the Conference is to devise ways whereby young people 
in minority groups may become aware of career potentialities and 
obtain the training necessary to qualify for positions in earth science 
and mineral engineering. 

For this new departure we need help from leaders in the 
communities concerned; from the industrial,  academic and govern- 
mental employers whose needs we are also trying to serve; and from 
the professional organizations which will carry out much of the 
program and strongly influence the training and recruitment processes. 

We regard the conference on minority participation as an 
immensely important venture and we expect this conference,  and the 
program to follow from it, to have national impact in opening up 
careers in earth science and mineral engineering to all citizens.    It 
is our earnest hope that these efforts will lead to increasing 
participation by minorities in all scholarly and professional fields. 

Presilent f Srorejary of the Interior 
Colorado School of Mines 
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FOREWORD 

On June 7 to 9, 1972, about 300 representatives of more 

than 100 national and local professional societies, civil rights 

and commxinity organizations, educational institutions, govern- 

mental agencies, and industrial organizations met in the 

Cecil H. and Ida Green Graduate and Professional Center of the 

Colorado School of Mines, Golden, Colorado, in the National 

Conference on Minority Participation in Earth Science and 

Mineral Engineering.  The Conference, the first of its kind, 

was sponsored by the Colorado School of Mines and the Onited 

States Depeurtment of the Interior.  The proceedings of the 

Conference are contained in the following pages. 

We in Interior regard the Conference as an important step 

in our commitment to provide increased opportunity for members 

of minority groups cind women to enter the ranks of earth 

scientists amd mineral engineers within the Department and in 

the professions at large.  As a result of the Conference, we 

have established a Committee on Minority Participation in 

Earth Science and Mineral Engineering within the Department 

of the Interior.  The Committee, headed by Dr. Randolph W. 

Bromery, Chancellor of the University of Massachusetts at 

Amherst, is already functioning in its role of advising the 

Department on how best to achieve the goals of the Conference. 
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In addition, the Conference Planning Conunittee has been 

reconstituted as an Interagency Staff Group to prepare 

recommendations for the Committee on Minority Participation 

and the bureaus of the Department.  The report of the Staff 

Group was completed in March 19 73 and is now being reviewed 

by the Committee and the Department. 

Efforts of the Department of the Interior to increase 

minority participation in earth science and mineral engineering 

have been intensified since the Conference, and we expect these 

efforts to begin to show concrete results in the near future. 

It is noteworthy that the American Geological Institute and 

several of its member societies have recently established an 

Office of Minority Participation in the Geological Sciences 

to work with minority groups, educational institutions, and 

employers of earth scientists to expand opportunities for 

members of minority groups to pursue careers in geology, 

geophysics, and other earth sciences.  We have also learned 

that many educational institutions and industrial organizations 

have intensified their efforts to increase minority participa- 

tion in earth science and mineral engineering through 

establishment of scholarship funds, vigorous recruitment of 

minorities, upward mobility programs, and related activities. 

ii 
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I am confident that these actions will lead to significjuit 

progress toward the Conference goals by the end of this decade 

and conqplete elimination of discrimination against members of 

minority groups in the earth-science and mineral-engineering 

professions by the end of this century.  The Department of 

the Interior wholeheartedly applauds and  siq>ports these 

important efforts. 

fd, 
Director, Office" for Equal Opportunity 

lii 
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Guy T. McBrlde, Jr. 

President, the Colorado School of Mines 

When we begin an enterprise of this kind, It Is extraordinarily 

difficult to know where the thoughts will come from and in what 

direction they will lead.  Do not be diffident about saying what you 

think.  We are sailing on uncharted waters, so each of you is 

entitled to "look for the birds from the west" in this situation. 

I am speaking to you as something of an oiler and wiper for a 

manufacturing process that is intended to convert uncertain, and 

sometimes refractory, raw, teenage material into earth scientists 

and mineral engineers.  On the average, this manufacturing 

process takes a little over four years, a length of time which 

makes precise market predictions extremely difficult. Happily, 

however, it Is possible to say that the demand for mineral scientists 

and engineers—perhaps in contrast to other areas of science and 

engineering—will be there in four years, in six years, or even 

eight years or more in the future. 

We are quite sure of this for reasons outlined recently by 

Secretary of the Interior Rogers C. B. Morton in his agency's 

"First Annual Report of the Secretary of the Interior," as required 

by the Mining and Minerals Policy Act of 1970. 

Dr. McBrlde's introduction was preceded by welcoming remarks 
from David Crawford, the Mayor of Golden, Colorado, and Thomas W. 
Ten Eyck, the Executive Director of the Colorado Department of 
Natural Resources.—Ed. 
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Thls report, dated March 30, 1972, states In part that; "The 

United States' primary demand for minerals In the year 2000...Is 

projected to rise to $117 billion measured In 1970 dollars." That 

Is the demand, and I would point out that the year 2000 Is the time 

when the careers of students now enrolled In colleges and universities 

will reach their peak of productivity. 

At the same time as the demand for minerals continues to rise, 

as it has for the past 20 years, the U. S. production of primary 

minerals In the year 2000 will reach $53 billion—leaving a deficit 

of real, useable, consumable minerals of $6A billion. The Interior 

Department report continues: 

"It is mandatory therefore, as a matter of urgency, that policies 

be established and programs formulated and undertaken to create the 

social and economic environment necessary to further optimum develop- 

ment of mineral resources, and within prudent environmental constraints, 

CO meet projected future minerals and energy requirements." 

The report goes on to say that these objectives can be met by 

"improving the technology of minerals production and usage," but that 

this will require "Increased attention by skilled scientists and 

engineers, supported by technical personnel.  Regrettably, fundamental 

research and education In most fields of mineral science and technology 

are not only lagging behind the need, but the gap is widening.  Federal 

and state governments and industry must cooperate with educational 

Institutions and scientific research centers to reverse these trends." 
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Thus, Secretary Morton Indicates that the promise of career 

opportunities In mineral science and engineering is made certain 

by converging, mutually reinforcing demands for more minerals and 

better technology at acceptable environmental costs. 

Recognizing the need to recruit young people into the fields 

of mineral science and mineral engineering, one of our major mining 

companies, in cooperation with the Colorado School of Mines, has 

prepared a recruiting film entitled "The Earth People." The film 

is to be converted into a color filmstrip, with accompanying sound, 

for use by high schools.  We would like to present it now for your 

comment. As you watch It, please remember that it is a recruiting 

film, and that it has not been prettied up for the benefit of this 

conference.  We could have put in more members of minority groups 

than the film shows, and perhaps it will be your Judgment that as 

a recruiting device It might well need that kind of alteration. 

Since it is our hope to distribute this film across the country, 

by the thousands of copies if they can be intelligently used, I 

urge you to review it and discuss it later during the conference. 
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Randolph W. Bromery 

Chancellor, the University of Massachusetts at Amherat 

To start this conference, we must first focus on what we 

are going to do here.  If, after three days, we leave without at 

least the beginnings of some commitments and the beginnings of 

some programs to accelerate the entry of minority groups Into 

the earth sciences and mineral engineering, then this conference 

will have gone the way of many other conferences that I have 

attended in the past 25 years. 

It Is difficult to know what to say as a beginning, but I 

would like to try a couple of things. First, to be very practical, 

I want to try to describe the dimensions of the problems of 

minority participation In the earth sciences.  Second, I believe 

It Is necessary at this point to set a philosophical tone.  I am 

hoping that, as we move through these next couple of days. If we 

lose sight of the magnitude of the problems we face we at least 

will have the lifeline of a philosophy. 

First, we must recognize that establishing scholarships and 

other types of programs to Interest minority youths in entering 

the earth-sciences profession will be quite a job In Itself. 

Relevancy Is a problem.  Simply going Into the inner city and 

talking to young people, trying to tell them about geophysics, la 

going to be difficult. They are concerned about the relevance 

of what they do in life, and we are going to have to explore all 
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of our responsibilities in this respect. Moreover, we are talk- 

ing about going into minority communities and searching out talent. 

And if we're not careful, we run the risk of draining off talent 

that is so sorely needed in other capacities in these minority 

communities.  At the same time we must take care that in appealing 

to these young people the economic rewards we can offer them are 

honestly described and do not mislead them.  In short, what I am 

saying is that In searching for talent we must not only develop 

programs in which to utilize it, but we must also assist minority 

communities in searching out still more talent.  There is a tremen- 

dous amount of human potential in our minority communities, but It 

has yet to be tapped.  It is our responsibility to begin. 

There are other problems we face.  Perhaps a couple of per- 

sonal experiences and a few bits of irony will Illustrate them. 

One that I recall vividly occurred as recently as a couple of 

years ago. In connection with a federal project in Alaska,  We had 

a Convalr aircraft equipped for low-level magnetic surveys, and we 

were supposed to fly some survey lines from Fairbanks across the 

Yukon flats, the Brooks Range, the Arctic slope to the Arctic Ocean. 

In order for the U. S. Geological Survey to carry out this project, 

1 was to request logistical support for our aircraft from the U. S. 

Air Force Pentagon Headquarters in Washington.  It was at this point 

that I began to confront once again some of the difficult situations 

that minority youths will also encounter when we bring them Into the 

alien and sometimes hostile environments of geology and geophysics. 
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Normally when you walk Into a Pentagon office and try to get 

someone to pay attention to you, and you're a black civilian, you're 

in trouble.  1 spent a lot of time there trying to convince people 

that I was a project geophysicist and a professional representative 

of the Federal Ckjvernment.  In the end, I wised up.  I learned that 

one of the first things one has to do is adjust to the situation. 

The answer was by way of a series of introductory letters that 

finally opened some doors.  Rather than going into an office in the 

Pentagon unannounced, I learned to write a letter first, sign it 

"Geophysicist, U. S. Geological Survey," and then have a secretary 

call for an appointment.  It's a lot like making hotel reservations 

in this country when you're black. 

Having gone through all this, we flew to Anchorage, Alaska, 

where we received the VIP treatment from the Air Force.  Then we 

flew to an Air Force Base near Fairbanks.  While landing we could 

see a line of cars accompanied by a group of military brass waiting 

on the parking apron.  As we landed and talked on the radio with 

the ground controllers, we were told to pull up in front of the 

line of waiting dignitaries. 

"We want Dr. Bromery to get off first," ground control informed 

us.  I had to look like a typical scientist, so I quickly took off 

my fatigues, put on the only suit I had brought with me, and grabbed 

a big briefcase full of aeronautical navigation charts.  I stepped 

to the door as the plane rolled to a stop in front of the waiting 

cars and brass.  The door was opened, and I started down the set 
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of stairs.  I was about three steps down when a sargeant 

suddenly rushes up to me on the stairs and says "No, no, no, 

get hack up. Dr. Bromery Is supposed to come out first." 

So you see that we're not only going to have to find minority 

people for the earth sciences, but we're going to have to change 

the environment they'll be working In as well—so that not everyone 

has to be a pioneer. 

Let me now talk btlefly about statistics.  How many earth 

scientists are there, and how many, to the best of our knowledge, 

are minorities? By this I mean black, Spanish-surnamed, and 

American Indians. According to current records, there are at 

least 30,000 earth scientists in the United States.  If we were 

to say that minority peoples should at least be represented in 

proportion to their distribution in the general population, then 

there should be some 5,000 earth scientists from minority groups, 

since we comprise between 17 and 18 percent of the nation's 

population. 

In our recent efforts to find out how many blacks, Spanish- 

surnamed, and American Indians are professional earth scientists, 

we ran into some trouble. Heretofore, It was not only fashionable 

to identify minority employees by race. It was required by law. 

Of course, that was for a different reason. Today no one Is 

supposed to admit that they even recognize someone as a minority, 

although I am sure that master sargeant did when he ran up the steps. 
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If I were to estimate how many black earth scientists I 

have known In the past 25 years, I would have to say four or 

five, Including myself.  In the earth sciences today there Is a 

cremendous pressure to have a graduate degree, preferably a 

doctorate. And yet I have searched through the black population 

to the best of my ability and I have found only four with Ph.D.'s 

in the earth sciences; we have three-fourths of them right here in 

this room. 

The Geological Society of America recently made a survey of 

Che colleges and universities with earth-science departments to 

determine how many black Americans, Spanlsh-surnamed, and American 

Indians are currently enrolled. We think we obtained a fairly 

accurate number.  We were able to Identify about 120 black under- 

graduates and graduates majoring in geology.  In graduate schools 

we found that there are nine master's degree students and five 

candidates for the Ph.D.  Of the Spanlsh-surnamed, we found a total 

of 150 students, five of whom were working on a master's degree, 

and one was a doctoral candidate.  By these figures. If population 

equity Is our goal, we're running about 4,750 short. 

To change this, of course, we will have to start with the 

grade-school level, and in the secondary schools.  I should note 

that even at the University of Massachusetts, where our clientele 

is middle-class, surburban, and white, we get very few students 
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who want to major in geology—and yet we sell geology at the 

University of Massachusetts with all the zeal of a political 

campaign.  Thus, while I think we need a campaign to interest 

young people in the minority communities, we can't expect it to 

happen at the high school-university interface.  By then it's 

too late. 

In sum, we have three practical lessons to keep in mind. 

We are going to have to go back to the elementary schools to 

interest minority youths in the earth sciences; we have a re- 

sponsibility not to drain off talent needed by minority communi- 

ties; and we have the job, especially those of us in government 

and industry, to try to change the hostile working environment. 

As for myself, if I had it to do over again—I'm not sure what 

I'd do.  I am reminded of a former student of mine, he is black 

and his name is Vince, whom 1 sent out to a small town in the 

far northwest U. S. to conduct a geological mapping program for 

his thesis not long ago.  Some of the people In this town 

harrassed Vince—he was the only black in town—and they terri- 

fied his wife.  They literally ran Vince out of town, and con- 

vinced me that we have an overwhelmingly high mountain ahead of 

us in changing the environment out In Che working world. 

A Philosophical Context 

This conference represents only a first step in a long and 

difficult journey. As we begin, I want to focus our collective 

attention on our neglected, deprived, oppressed people in our 

respective minority communities—because that is precisely what 

they are. They are also my brothers. 
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All of these young people undergo a special intensity of 

passion in growing up in the minority communities, although life 

to them at a very young age, still appears as it does to all other 

young people in this country—simple and not very momentous.  But 

In the minority communities the complexities of life, its problems 

and contradiction, its special ambiguities and dangers, have a 

way of Intruding upon this youthful Innocence and nostalgic reverie, 

crowding them out of mind and out of memory. 

For a minority person in a white world, this confrontation with 

reality and the loss of Innocence comes very early, and not without 

pain and bewilderment.  Often It produces a deep sense of personal 

Isolation, a feeling of alienation so pervasive that it can lead 

to a denial of one's own self.  I'm certain you will understand when 

I say to you that I know something about this kind of isolation. 

Now, I am prefacing the philosophical part of my talk with this 

rather solemn note because the themes of alienation and Isolation, 

though not new to us, are, I believe, at once symptomatic of, and 

contributory to, the deeper crises that afflict us.  Frantz Fanon, 

the author of "Black Skin, White Masks," has remarked that intellec- 

tual alienation Is the creation of middle-class society (although I 

would say It was the product).  Vfhat did he mean by a middle-class 

society? He meant simply any society that solidifies Itself in 

predetermined forms that forbid all evolution, all gain, all progress 
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and discovery. What we are trying to do here today runs across 

the grain of that rigid structure.  We are trying to make progress 

and discover talent and we are confronted. In Fanon's phrase, with 

a "closed society In which life has no taste. In which the air Is 

tainted, and In which the Ideals and men are corrupt." 

How does one maintain a faith In the efficacy of reason when 

one comes to understand that appeals to reason, or to respect for 

human dignity, have done little to alter the terrifying realities 

of racial and national hatreds and of a grinding poverty that 

afflicts so many in this most affluent of all nations?  In our 

quest here, at this conference, for answers to such questions. It 

is critically Important for us to remember that we speak from the 

vantage point of the relatively comfortable. Like It or not, in 

relation to the suffering and disenfranchised people of this 

country, we are a privileged community. And I mean more than 

simply material privilege; I mean the more Important privilege of 

choice. 

The lessons of the minority struggle for survival and libera- 

tion In this country have been, and continue to be, a revealing 

and shattering experience for many of the "privileged" who have 

begun to feel and understand It. With this growing awareness has 

come the frightening realization that not all men and women In 

America are really free; that human bondage Is as much a state of 

mind as a condition of the body. With this knowledge we can 
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understand why it is that with every material, legal, and moral 

victory grasped by this country's minority peoples, their 

Insistence for equality grows even more truculent and urgent. 

It is not simply equality of opportunity or of possession that 

Is demanded,but it is also a hunger for equal belonging, a claim 

for equal space which we collectively occupy for psychic as well 

as physical room in which to breathe and grow. 

Peter Marln put it this way in a recent issue of Saturday 

Review: 

"What matters after all, especially in times such as ours, 

is never how saved or whole one is, but the extent to which one 

restores to others, through presence and passion, a sense of 

possibility and independence." 

That is what we seek.  A sense of possibility and independence. 

We in the minority communities understand this need.  The challenge 

to the earth-science professions is to help us in gaining it. 

••-120 o - 75 • 3« 
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Dlscusslon 

George Brown 

Colorado State Senator representing District 6 In Denver, and 
Executive Director of the Metro Urban Coalition In Denver 

I want to start by commending the program planners for this 

conference.  I think the time has long since come for persons In 

professional fields such as this to address themselves directly 

to minority participation In the earth sciences and mineral 

engineering.  I suppose that one reason this has come about is 

that Lou Paklser (Chairman of the conference organizing committee) 

is an alumni of Denver's Manual High School.  For those of you 

who are not from Denver, this Is the one high school that has been 

in the area where most of the black folks and the poor folks have 

lived from the time we first came Into this city. 

In holding this conference, I hope you're not too late.  For 

millions of blacks, Chlcanos, Indians, and Puerto Rlcans, who, for 

all practical purposes, are already dead to opportunities for new 

careers, you are too late. These people have been killed In our 

educational system. They have been killed by not having opportunity- 

just because of the color of their skin or the way they spell their 

last names. 

Mr. Carplo (Professor of behavioral science at Metropolitan 

State College in Denver) and I have a dilemma today, in that we 

were asked to discuss with you Denver's Inner city and its hopes. 

Its problems, and its people.  But the problems In my city are the 
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same as the problems in any city.  All of the Ingredients of 

oppression and poverty are here in this city. The only 

difference is that some cities have more and some have less. 

I don't think it serves any useful purpose for me or anyone 

else to keep trying to define the problems, to find new words 

that tell us all what we already know about this country. 

I suppose our greatest hope is for change—progressive 

change.  Though as we look for change I think we recognize with 

dread that the problems of 1972 will not be solved by 1975.  We 

remember the optimism that swept the country during the 1960's. 

Remember 1968? That was the year that the Kerner Commission 

report (on the causes of civil disorders) came out.  This re- 

port said that there were three basic causes of the problems in 

our cities.  The first was racial discrimination in employment, 

education, and housing.  The second cause was the migration of 

poor blacks and poor Chicanos to the inner-cities and the con- 

current movement of the white middle class to the suburbs.  The 

third cause was the segregation and the poverty of the urban 

ghettos or barrios, which served to destroy opportunity and hope, 

to reinforce failure, and to submerge us all in crime, narcotics 

addiction, permanent welfare status and—perhaps saddest of all— 

in bitterness and resentment against society in general and white 

society in particular. 
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The Kemer report said America consisted ot two societies. 

(I disagree. Obviously, there was a Chicane society in 1968, 

as well as Indian, Puerto Rican, black, and white societies.) 

It is now four years later.  We must be able to point to some 

dramatic Improvements for persons in the inner cities. And yet 

it doesn't take a great deal of intelligence to conclude that 

schools are more tedious and turbulent than ever before, that 

rates of crime and unemployment and disease and drug addiction 

are higher than in 1968. 

Welfare rolls, too, are larger. And, with few exceptions, 

relations between minority communities and the police are no less 

hostile.  In short, the expressions of sympathy and concern that 

the Kerner report elicited from so many of those who, publicly and 

privately, govern America, apparently did not signify that they 

were willing to take the drastic action necessary to make American 

cities livable again. 

But If the material conditions of the ghettos, the barrios, 

and the white working-class neighborhoods of the inner cities are 

still cause for di-scouragement, the state of mind on the streets 

is cause for some hope.  While for you it might be the source of 

some fear, I find hope in the fact that people are angry—perhaps 

even angrier now than they were four years ago. The difference is 

that their anger no longer seems to be the helpless kind that 

finds expression only by smashing and burning.  We hear in the 
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streets today only a little talk about violent deatructlon.  Instead, 

the talk today is about a loss of faith in our system.  For many, 

and this is disturbing, the new attitude is one of apathy or despair. 

And yet, at the same time, the new disenchantment has inspired a 

tough new kind of pride, self-confidence, and a sense of self-determi- 

nation. 

Minority folks want to be where it's happening, and they believe 

they know where that is and where they want to be.  They demand to 

be a part of the decisions that affect their lives.  They no longer 

believe that all decisions—in education, for example—must be made 

only by professionals in the academic world.  They no longer believe 

the professional can do no wrong.  Rather, they have great-distrust in 

the establishment and all who work within it.  Believe me, they question 

us all. 

Now what do we folks want of you folks? I wanted to ask this 

question first, before someone else asked it, because if someone else 

asks it I get angry about it.  I think it's a question that is horrible 

in the asking.  What do you folks want? The answers are simple. 

Minority communities want the same things that majority communities want. 

We want you to assume the sameness of our humanity.  We want secure and 

decent homes, the ability to feed and clothe the people who depend 

on us, protection in our old age.  We don't want to be robbed or beaten 

in the streets any more than anyone else.  We want the opportunity to 

develop, each and every one of us, to our fullest extent.  These are 

not extreme requests.  And frankly I can't understand why everyone else 

doesn't understand them.  But obviously there are people today who do not. 
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Some Basic Assumptions 

What do we want? We want change.  And to describe the kind of 

constructive change I have In mind, I want to list a few basic 

assumptions chat express my beliefs about the society in which 1 live. 

Perhaps these are my personal prejudices and biases, but here they are. 

(1) I believe the human crises in our inner cities can be traced 

to a problem described by two words:  human apathy. 

(2) I believe that racism is at the root of our human crises, 

and Chat Is a plain fact.  Most people of the majority community 

basically believe that "people of color" be they black, brown, Puerto 

Rlcan, Oriental, Indian, or whatever, are inherently inferior to white 

people.  I also believe that, if most people would recognize within 

themselves the truth in that assertion, we could then honestly start 

trying to seek solutions and do some real problem-solving. 

(3) I am convinced that white racism will be Increasingly met by 

black or brown racism, and by others colors of racism, as long as we 

as a nation retain our polarity. 

(4) 1 believe that no answer for the human needs of urban areas 

of any long standing will come exclusively from either Che core city 

or from Che suburbs.  Rather, the solutions must come, as the problems 

have, from a bewildering array of sources on both sides. 

(5) I personally do not expect any real solutions in my lifetime, 

and 1 do not expect to expire today or tomorrow.  1 do not expect that 

the people who control things today will be willing to make the neces- 

sary comsitments and sacrifices for the people who don't control things. 

I would quickly add that I'm willing Co be proved wrong on this assump- 

tion, but X doubt that I will be. 
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(6) My final assumpclon Is that we, as a nation, do have the 

capacity to develop and adopt solutions to the human crisis.  We, 

as a people, can do anything that we want to.  The difficulty is that 

we simply have not yet reached the point as a nation where we want 

to solve the human problems we face today. 

If we are really going to do anything meaningful about our 

social problems, the earth sciences comprise only one area In which 

change will have to occur.  Changes must take place in all our in- 

stitutions and in all of us.  We are going to have to recognize for 

what they are some of the horrible things we have done in the past. 

Perhaps that calls for "maladjustment" In our society.  I never 

Intended, for example, to adjust myself to the vlclousness of a 

lynch mob.  But as a young man I was forced to join a lynch mob 

and watch a man hang.  I sure as hell never intend to adjust to a 

nation that talks about a society of equality for all as the dream 

of tomorrow, rather than as the reality of today.  We sleep with 

dreams, but we live with reality. 
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Salvadore Carplo 

Professor of Behavorlal Science, Metropolitan State College, Denver 

I would like to elaborate briefly on some of Senator Brown's 

comnents, and also to make a point about the film we saw earlier. 

I am sure that as you looked at the faces in the film you noticed 

that there was not a black face, not a Chlcano face, not an Indian 

face to be seen.  In that respect the film says as much for Itself 

as anyone can say about It. 

As Senator Brown noted, Denver Is much like any other large 

urban area (and Indeed there is little In the urban environment, 

such as the pleasant streams and interesting rocks that we saw in 

the film, to encourage a minority child to begin looking toward 

the sciences or engineering.)  The problems of the Inner city are 

great, but they are shared by all.  The problems of drugs, crime, 

pollution that the majority society Is Just beginning to address 

itself to first emerged In the barrios and ghettos of our large 

cities.  As you take your trip this afternoon through some of the 

inner areas of Denver, 1 hope you will keep this in mind.  And this 

as well: That you will be seeing the people who constitute the 

fastest growing ethnic or racial groups in the United States today. 

What are our hopes? Education Is one.  It is our future. The 

film this morning alluded to the necessity of education and to the 

Importance of the science curriculum in colleges.  It is worth noting 

that only recently, since about 1960, has the education of blacks and 

Chicanos In urban areas become a significant focus of attention.  And 
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for the most part that attention has been misguided.  We taste the 

fruits of a lack of direction every day as we pick up the paper. 

I am sure you are all familiar with the continued confrontations, 

the walkouts, and all the other difficulties of the schools. 

For blacks, Chicanos, and Indians our problem historically 

has not been one of getting into college so much as it has been 

a problem of gettlng_out oif-high.school. The challenge to you, 

then. Is a great one.  Obviously It is going to be very difficult 

to recruit minority students into college curricula when dropout 

rates from high schools are so high.  If you are really sincere 

in your aims, then your commitment to bringing minorities into 

the earth sciences not only will have to reach the high school 

graduate, but will have to reach down to the junior high level. 

It Is going to have to be a commitment to broaden the ex- 

perience of young Chicanos, blacks,or Indians everywhere.  This 

may prove to be a painful commitment, and it certainly will be 

expensive.  But as Senator Brown suggested, we can no longer 

afford to measure human lives in terms of money. 

This conference is very important.  But the mere fact that 

you are here will not be the measure of its significance.  What 

will make this conference really Important will be what you do 

afterward.  This conference should not become Just a good statistic 

or a good item to mention in your Equal Employment Opportunity re- 

ports, as is often the case. The real question now, as Senator 

Brown Indicated, is "What are you going to do?" 
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Prof. James Skehan, S. J., 

Director, Boston College Environmental Center and President of 
the National Association of Geology Teachers 

The success of minority recruitment into the earth-science 

and mineral-engineering professions over the next 20 years will 

depend to a large degree on a national commitment to upgrading 

the quality of science teaching, and in particular the quality 

of earth-science teaching, in secondary and, especially, elementary 

schools.  In addition, success also depends upon whether mlnor^rty^ 

groups perceive the geosclences as relevant to the more pressing 

needs of society. 

Until now, virtually no one has tried to promote careers in 

the geosclences primarily on the basis of their role in solving the 

problems of society.  To those who understood geology, this role 

always seemed self-evident.  Fuels, water resources, and minerals, 

after all, are the very fabric of society.  Nevertheless, some 

geologists may be surprised to learn that many people, among them 

leaders in our state, local,and Federal Government, do not under- 

stand the close relationship between the future discovery of 

natural resources and support of the geosclences.  For the most 

part, geoscientists have never taken the time from their work to 

increase public awareness and understanding of the importance of 

the earth sciences.  But it is becoming painfully clear that this 

Is now part of our duty as scientists and as informed citizens. 
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I contend thac earth scientists have much to contribute to 

solving the major problems of our day.  Correspondingly, society 

as a whole has a stake In the quality of science teaching at 

the elementary school level.  What Is more, 1 contend that we 

geosclentlsts have an Important stake In ensuring that the earth- 

science component of elementary education Is upgraded, and that 

the Image of, and relevance of, earth sciences be enhanced from 

a child's earliest days In school. 

Currently there is a vanlshlngly small amount of such in- 

struction In elementary school classrooms and laboratories, al- 

though this paucity is usually not premeditated.  Traditionally, 

the geosclences have had a low profile in college degree programs 

for prospective elementary school teachers and, at least prior 

to the first manned landings on the moon, few teachers selected 

courses in earth science.  Thus it should not be surprising that 

geologists are still widely portrayed by teachers as stereotyped 

eccentrics who enjoy pounding rocks with little hammers and lead 

burros through the hills in search of gold. 

High-quality instruction In earth sciences is not entirely 

absent from elementary schools, of course.  State geological 

surveys and the U. S. Geological Survey make important contribu- 

tions through a variety of publications and by their support of 

museums.  But the educational value of these excellent efforts 

is diminished in the sense that they usually provide only a one- 

shot introduction to the earth sciences and cannot provide the 

kind of follow-up support that is needed. 



400 

-23- 

To correct this deficiency, ue badly need support for pro- 

grams of earth-science Instruction for elementary science 

supervisors—perhaps from the National Science Foundation (NSF) 

or other federal agencies.  A commitment from government Is re- 

quired to help in developing suitable instructional materials for 

children and in upgrading teacher-preparation programs. And 

at the same time, a commitment is required from the entire geo- 

sclence profession.  Such a dual dedication would go far toward 

opening Important job opportunities for minorities.  Imaginative 

and relevant education are basic ingredients for minority partici- 

pation in the earth-science and mineral-engineering professions. 

There are precedents for such an effort.  Geosclence programs 

at the college level have improved dramatically over the past 15 

years as a result of assistance by the NSF.  Moreover, earth-science 

programs in the secondary schools in many parts of the country have 

benefited considerably from such NSF-funded ventures as teacher- 

training Institutes, the Earth Science Curriculum Project, the Earth 

Science Teacher Preparation Project, and the Environmental Studies 

Project,  it is true, however, that with the exception of the latter 

two programs these efforts have not had an impressive effect on 

ghetto education, and their impact so far on minority recruitment for 

the earth sciences has been less than spectacular. 

Along with support for improved elementary education, there is 

an urgent need for programs keyed to those who are unable to attend 

college full time, or who cannot attend at all. Government, Industry, 
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educatlonal Institutions and professional geoscience groups oust 

collaborate to develop new and Imaginative approaches to programs 

for training technicians In natural resources or junior engineers. 

Such opportunities could be especially beneficial for underprivileged 

groups.  As an example, a number of colleges and universities now 

offer courses In film making.  Film institutes like the National 

Educational Television Training Workshop In New York are flourish- 

ing In a number of black coimnunltles.  The NET students are mainly 

men and women who could not afford tuition at New York film schools. 

(As an aside, there are many still undeveloped opportunities for 

relating cinematography to the geosciences, as in the production of 

documentaries on subjects ranging from mineral resources to oceano- 

graphy.) 

Indeed, oceanography provides a good example of a field re- 

quiring the highest academic training for its scientists, but which 

also provides appealing opportunities for employment for persons 

with lesser training.  The range of careers is as broad as the subject 

itself—from marine laboratory technicians with junior college 

degrees to deckhands on board oceanographic vessels who may have no 

college training at all. 

The necessity for avenues of lower-level entry into the sciences 

is dramatically underscored by the available statistics on minority 

enrollment in advanced-degree programs.  A study published by the Ford 

Foundation in 1969, entitled A Survey of Black American Doctorates, 

supports the widely held assumption that fewer than one percent of 
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Amerlea's earned doctoral degrees are held by Afro-Americans. 

Nor is Che siCuacion likely to Improve in the near future.  Another 

study in 1968 indicated that fewer than one percent of the men 

and women then enrolled in Ph.D. programs in the United States were 

black. 

As for other minority groups, statistics are hard to come by, 

but there is no indication that their situation is any better.  Not 

to be disregarded in this accounting Is the status of American women 

in the sciences.  During the period 1960-69, U. S. colleges and uni- 

versities conferred a total of 154,111 Ph.D.'s, of which 17,929, or 

11.6 percent, went Co women.  In the biological sciences women earned 

14 percent of the Ph.D.'s, whereas in geology women earned 2.5 percent 

of the 2,143 doccoral degrees awarded.  In geophysics, 3 of Che 203 

doctorates which were awarded, or 1.5 percenc, wenC to women. 

In summary then, the future visibility of the earth sciences— 

and the importance which both teachers and studenCs accach co chese 

professions—will depend to a large degree on Che vigor and dedication 

of earch sclentlscs in making chemselves and their profession known 

in the coming years.  As a start toward remedying the problems of 

minority participation in the geosciences let me encourage every 

professional geologist to do something that many are already doing— 

spending time equal to 10 percent of a normal working week in behalf 

of science-education activities, especially in association with 

secondary and elementary minority schools.  Your activities may 
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begin with, and depend on, personal opportunities or contacts In 

the schools, but in many places local sections of the National 

Association of Geology Teachers may be able to play a coordinating 

role in developing field trips, laboratory instruction, lectures, 

'   or workshops.  I would urge this commitment in the strongest 

possible terms. 



404 

Inner-city Field Trip 

Agenda-planning sessions 

Wednesday afternoon, June 7 



406 

-27- 

Edltor's note 

AC Che end of Wednesday morning's formal session at Che 

Colorado School of Mines, conference participants were given the 

choice of traveling by chartered bus on a "field trip" Co Denver's 

Inner city to meet and calk wich sCudenCs from predominantly 

minority high schools, or of remaining behind on Che campus at 

Golden for informal group discussions during and after lunch. 

Between 80 and 100 conferees opted for the bus trip, which 

took them Into the inner-city neighborhoods surrounding Denver's 

East, West, North, Manual, and Lincoln High Schools.  Here the 

conferees met informally for 3 hours with approximately 90 students, 

ranging in age from 15 to 18 and representing—in varying proportions— 

the city's youthful black, Chicano, American Indian, and Oriental 

populations. 

The value of this experience for conferees was difficult Co 

gauge, in part because of its highly personal nature and in part 

because much depended on Che ablllcy of individuals—adulc and sCudenC— 

to strike a useful rapport in Che shore Clme available.  Some insighc 

to the way the field trip went is provided by this report from Richard 

Joko and Thomas Rodriguez: 

"The inner-city field trip was planned to provide an opportunity 

for representatives of Industry, government agencies, and colleges 

and universities to interact with minority students on a highly 

personal level.  The trip enabled these people to find out for themselves 

what the students think and feel, both about the earth-sciences and 
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mlneral-englneering fields, in particular, and about their lives 

and futures, In general.  All too often students find themselves 

being spoken for by 'representatives' selected by adults.  Our 

desire was to eliminate this 'middle man' and let the students 

represent themselves. 

"The Interaction began with a fried-chicken picnic in an 

inner-city park. After the picnic, some of the students and 

adults remained in the park to talk while others chose to take 

walks together and still others went on excursions through the 

East, West, and Manual high-school neighborhoods. To set the 

students at ease and to enable them to enjoy themselves, the 

students were asked to lead these activities.  Students and adults 

mixed freely all during the afternoon. There was no evidence of 

student-adult segregation and both groups seemed to have had some 

very meaningful personal experiences with each other. 

"At the same time (Richard Joko adds) the post-picnic neighbor- 

hood excursions were not as profitable as they could have been.  For 

one thing, logistical problems developed.  The buses ran late, and 

the drivers seemed unfamiliar with the route.  Also, some students 

tended to lead tours of their high schools rather than foot excursions 

Into their neighborhoods, a preference that lends a superficiality 

to interpersonal relations.  Still, the kids were a pleasure to work 

vlth, and the students and adults who remained at City Park seemed 

to share some very meaningful experiences. Many of them dropped their 

facades and roles and got to know each other as real human beings." 
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The conference participants who remained on campus Wednesday 

afternoon gathered In eight groups of 10 to IS persons each for 

t«ro hours of conversation that had two main objectives: To help 

the members of this highly heterogeneous meeting take the difficult 

initial steps toward frank discussions with each other; and to 

elicit ideas—"hidden agenda items"—for wider discussion that 

might otherwise not have emerged in plenary sessions.  In a sense, 

this was a "bralnstormlng" session with a social motivation. 

Virtually all of the Ideas expressed within these agenda groups 

are reflected in the recorded general discussions and in the reports 

of five Resolutions Committees of the conference, delivered at the 

conclusion of the conference on Friday morning. 

Later Wednesday afternoon, the eight agenda groups convened as 

one in a campus lecture hall.  The discussions that ensued, according 

to minutes by Jimm DeShlelds, of the University of Massachusetts at 

Amherst, raised the following noteworthy points: 

Prisons—In seeking talented young men and women from minority 

groups for training in the earth sciences and engineering, the prison 

population should not be Ignored.  Geosclence instruction could be 

incorporated in rehabilitation programs.  Nor should government or 

industrial employers discriminate against qualified trainees on the 

basis of a prison term honorably served. « 

An Affirmative-Action Program—Some minority conferees expressed 

irritation that Industry and the professional geosclence societies 

had not evidenced a "real commitment" to minority advancement. 

Said one participant, "This group is going to have to put Its money 
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where its mouth Is, to develop an organization to do the type of 

things that private industry should be doing." Several participants 

active in geosclence societies responded that a program had been 

dravm up by the American Geological Institute and the Geological 

Society of America (a description of which appears later in this 

report) and that financial support was now being sought from private 

foundations, industry, and professional societies. The hope was 

expressed that the conference would provide important guidance in the 

implementation of this plan. 

—Ed. 
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Rev. Jesse Jackson, 

Director, Operation PUSH, Chicago 

It seems to me that one of our fundamental problems In this 

conference Is simply talking about minorities In the geosclences. 

In one philosophical sense, we are a minority only on the pre- 

sumption that numbers are the sole basis for determining majority 

and minority.  If you follow that premise, then you are philosoph- 

ically In the school of thought that "might is right."  I am 

opposed to that because I know that the strong can be wrong. 

Rosa Parks was a numerical minority, but she was an historical 

and moral majority.  To that extent, I think, we have to broaden 

our appreciation of what is a minority and what is a majority. 

In a hospital, for example, the patients represent the 

majority of the sickness and the problems.  But the doctors, 

who represent the minority of the persons, represent the majority 

of the solutions.  If we understand that all of us bring some- 

thing to the banquet table, and should not hide behind our skin 

color for support, nor use it as a basis for condemnation, then 

we can begin to look horizontally across at each other rather than 

looking vertically up at, or down at, each other. 

It Is significant to me that conferences like this are often 

used as great diversions.  For people spend a lot of time talking 

more and more about less and less than they, in fact, have the 

authority to do.  For example, I heard someone say earlier today 

that persons here represent companies who In turn represent a 
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substantlal portion of the Gross National Product—collectively 

perhaps, as much as $30 billion.  But the question Is not how 

•uch power do you represent to resolve the problems.  The ques- 

tion is how much power do you represent that Is available to solve 

the problems?  1 passed the state house today and I saw a lot of 

I  gold up around the "tombstone" over Che capitol.  I call it a 

tombstone because a lot of dead leglslatloncomes out of there 

most of the time.  And a lot of gold exists there.  Timed diver- 

sions can absorb some of the best minds, and play with them, and 

stimulate them, and yet do nothing.  It is like exciting a eunuch. 

His excitement has nothing to do with his capacity to respond. 

Some of us want to be simplistic in our analysis and escape 

the depth and breadth of the crisis, and say that we Just have 

a racial crisis, we just have an urban crisis, or we just have 

a crisis in the sciences.  So you run out here in this luxury, 

up under these mountains and under God's soft, great sunshine 

trying to solve a problem that is going to save a finger on the 

national body.  But 1 suggest to you that there is a civllizational 

crisis—and, that you cannot escape any phase of It, because what- 

ever affects one group directly, affects everybody else indirectly. 

Tfou could have a cancer of the toe, but it affects every part of 

the body.  And in one sense, the cancer in the geosclences is just 

an evidence of the cancers that run right across the spectrum of 

American education. 
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What did I mean when I said clvlllzatlonal crisis? There 

is a black-white crisis now; there's a black-white-brown crisis. 

There Is a labor-management crisis—strikes in some areas have 

taken longer and longer to solve, and there is more bitterness at 

the end of the strike.  Seventeen million organized laborers are 

in a freeze, 60 million unorganized laborers are in a deep freeze, 

10 million unemployable people are in a subarctic condition under 

the present economic arrangement.  A school crisis: in Philadelphia, 

New York, Chicago, Los Angeles, the schools are full of dope, guns, 

and liquor.  Where the prayer goes and the dope comes In, where 

the information goes out and the hope goes out, the best minds are 

drained off. 

And so you who are here cannot afford to waste time.  If you 

work for a great company, and you walk around with a badge on 

saying you represent it, you can say things here, and things will 

happen.  If you work for it, you're talking about what you wish 

would happen, and you're not as close to the Board as I am. 

Therefore, don't deceive yourselves.  It would be as if I 

walked around saying that I represent the church because I am a 

preacher.  I am a preacher that represents a conviction; I cannot 

speak for the church.  It would be dishonest to pretend that I 

could. 

This clvlllzatlonal crisis is heightened by the locking out 

of available, talented people who have the ability, and the capacity, 

perhaps, to save the civilization.  This civilization, by attempting 

to lock out major efforts toward the process of democracy In 
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Mlsslsslppl, has simply heightened the crisis. The attempts 

to lock out DuBois, to lock out Paul Robeson, to lock out Malcolm, 

to lock out Martin King, to lock out Angela Davis, the attempts 

to lock out Caesar Chavez—these just accentuate the clvlllzational 

crisis. 

Now, I'm just a country preacher, but I hope this makes sense 

to you scientists.  So far, black progress has not beanln proportion 

with black preparation. That is the problem.  We were ready to play 

baseball before 1947, we were ready to sit in front of a bus before 

1956, ready to use the bathroom in downtown America before 196A, 

ready to vote before 1965.  Black progress is not in proportion 

to black preparation.  That's why the issue is deeper than education. 

There are blacks with talent who cannot express themselves because 

of racism. 

Neither is black progress in proportion to white goodness, 

or to liberal appreciation and toleration of us.  Because black 

progress has not been made as a result of white goodness, but has 

been made by black assertion. You show me the goodness of an Abraham 

Lincoln; I will show you the prodding of a Frederick Douglass. You 

show me the goodness of a Franklin D. Roosevelt; I will show you the 

prodding of a Mary McCloud and a Randolph.  You show me the good- 

ness of a John Kennedy; I will show you the prodding of a Martin 

Luther King.  So, history says to us that black progress is not in 

proportion to black preparation, not in proportion to white good- 

ness, but rather In proportion to our own organization. 
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That Is why our assertion cannot be expressed In high style; 

It must be asserted In life style.  That Is why we can no longer 

prove our worth on the basis of over-developed motor skills—on 

how fast we can run, jump, or throw.  We must now move to prove 

that our brains, our cognitive skills, are in proportion with our 

calves, our ankles, our biceps, and our triceps.  Ue are total 

human beings.  Whatever we have been In the stadium, we can be 

in the laboratory, if we have the opportunity and if the emphasis 

is there.  If our schools are first class, our brains will provide 

just as many thrills. We don't need conferences or studying. 

With opportunity we can rise to the top.  That's why I can't 

go along with our being a minority, minority in what?  In genes, 

in chromosomes, in hair, in thought? 

A problem at another level is that we are without a plan for 

getting blacks into the geosciences.  If there are 30,000 people 

in this field, and if we are to have the 3,000 blacks that we 

should have, the 1,500 Spanish-speaking people we should have, the 

120 American Indians that we should have, there is no reason not 

to achieve that within 5 years. 

We're talking about a plan with a money emphasis to train 

600 to 800 black, brown, and Indian geoscientlsts a year for the 

next five years, so that we will catch up.  Now that we are in 

an economic era, the notion is no longer do we deserve it, the 

questions now are profit-loss, asset-liability, short-term 

long-term.  Is it more advantageous for us to be developed than 
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it is for us to stay undeveloped? Do not developed people cost 

less, and do not developed people contribute more?  Is it good 

business to develop one's mind? A man with an undeveloped mind 

can pick up a brick and in it he will see destruction, and throw 

it.  A man with a developed mind will pick up a brick and in it 

he will see construction, and lay it.  The difference is not in 

Che brick but in the developed mind.  The developed mind will 

walk through a field and see oil, the undeveloped mind will see 

grease and water. That developed mind is the difference. 

There are 25 to 30 million black-Americans counted.  That 

would make us the second largest black nation on earth, second 

only to Nigeria, and more than Ethiopia.  Who are we?  Black 

America is a $42 billion a year gross national product, the 16th 

richest economy in the world, richer than any black nation in 

the world. 

X am suggesting that in 1965 we went to Alabama with no 

black officials.  Today we have 106; 2 in the state legislature, 

and we'll have two from there in Congress by 1974. 

In Washington, in 1965, we had three black Congressmen.  Today 

we have 13, and by November we will have 20.  We went to Selma 

with 400 black officials.  Today we have 2,100, plus a United 

States Senator. 

I am suggesting that the revolution in America may take a 

strange form.  It may not have to do with blood; it may be the 

development of minds, and increased citizen participation.  Because 

It is clear to me that the hand that picked cotton in 1964 can pick 

presidents in 1972—and that is revolution. 



416 

-37- 

As I close, I hope you have some appreciation of Che need 

for Che solid Interrelating of black Institutions and black 

brain-power with enlightened whice people.  Black people. 

Joined in coalition with the white people who have that per- 

spective, can save the nation.  Without this coalition, the 

long night of violence will noc leC up. 
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James Frazler 

Director of Civil Rights, Department of Transportation 

At one o'clock this morning a group of us were discussing 

various aspects of the Federal Equal Employment Opportunity Pro- 

gram.  It was quite obvious to me that there was a great deal 

of misunderstanding, and a great deal of no understanding, con- 

cerning the subject. Just as we were about to break up last 

night, the one lady there said that she had never heard of the 

Federal Women's Program.  This came as a surprise to me because 

I thought everybody had heard about the program.  So 1 thought 

that I had better review the Federal Equal Emplojnnent Opportunity 

Program, although I can only speak to you from the time beginning 

in 1969, when I began working for the Federal Civil Service 

Commission as Its Director of Equal Employment Opportunity. 

However, let me say that I guess 1 carry a few prejudices 

against private Industry.  When 1 came out of undergraduate and 

graduate school, I couldn't get a job in the private sector, 

especially United States Steel, and so 1 went to the Federal 

Service.  I've been with the Federal Government off and on ever 

since.  I suppose that's the reason I feel that the Federal 

Government has been a leader in this area of civil rights and 

equal employment opportunity.  It has been about the only salva- 

tion for many minorities.  But I'm not here to tell you that it's 

been all that great, because in those days minorities worked 
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mostly In the Treasury and some parts of Defense and certainly 

in the Post Office—but in very low grades.  That is what the 

civil rights program and equal employment opportunity program 

is all about, opening doors and new opportunities for minorities. 

Progress has been made. 

At present, the Federal service employs about 2.5 million 

people.  About 20 percent, or roughly one-half million, are 

minorities.  The closest private employer in terms of size 

probably is American Telephone and Telegraph with about 2 million 

employees and a minority population, as far as 1 am able to de- 

termine, of about 10 percent.  So, in this respect, I would say 

that we are somewhat of a leader in this area. 

You heard Jesse Jackson last night, and you heard Senator 

Brown and others.  They chastised and criticized.  Some set their 

own priorities and their own goals in terms of what the major 

problem is today.  In my opinion, I still think it's employment. 

Without having the opportunity for gainful employment, minorities 

will never be able to break the cycle of inferior education, poor 

housing, and poor health conditions.  Certainly, we don't even 

talk about preventive medicine and health care unless you have 

that nasty old stuff, as Jesse said last night, called dollars. 

We have to have money, and that is why I harp back to the issue 

of employment, gainful employment. 
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I would like to give you a brief historic review of what 

has transpired in the Federal service since the late 1930's 

with respect to employment opportunities.  At that time the 

NAACP, Mrs. Franklin Delano Roosevelt, and former Mayor LaGuardia 

of New York, threatened a mass march on Washington, D. C. to 

press for federal legislation or an executive order prohibiting 

discrimination in Federal employment.  Shortly thereafter, in 

1941, President Roosevelt signed Executive Order 8802, basically 

forbidding discrimination because of race, creed, color, re- 

ligion, or national origin.  It was a policy statement.  Sex 

was not a part of that order. 

Each succeeding President has done exactly the same thing, 

although it was not until about 1960 that President Kennedy issued 

an executive order moving the Federal service from a position of 

policy statements against discrimination to one of affirmative 

action.  Mr. Nixon issued Executive Order 11A78 on August 8, 1969, 

and we like to believe that it is the strongest one so far. In 

that it addressed itself to some of the weaknesses of the existing 

program. 

The order [paraphrased] said, "Utilize the present skills of 

each employee to the fullest." Of course, there were too many 

people who were underemployed in the Federal service.  It also 

said, "Provide employees with the opportunity to enhance their 

skills." Basically, the intent here was to give them training. 
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The order further said, "Provide training and advice to 

Eianagers and supervisors to assure their understanding of the 

policy expressed in the order." There are serious problems in 

this area.  The GS-13's, 14's, and 15's are the people who are 

the backbone of the government and too often they fail to carry 

out their responsibilities in equal employment opportunity. 

The next item in the order was a "Working, cooperative 

effort with the local community to improve community relations 

and conditions which affect the employabillty of residents of 

that given area." Basically, this means that, for example, if 

there is a transportation problem for people in the inner city 

of Denver, then it's not beyond the bounds for a good manager 

to try to work in his community to do something about the parti- 

cular problem. 

The last item provides a system for evaluating the effec- 

tiveness with which this policy is being carried out. 

Now to bring you up to date. President Nixon signed into 

law on March 24, 1972, the Equal Employment Opportunity Act. 

This, In my opinion, opens up a new era both of commitment and 

expectation for government in equal employment opportunity in 

that it places certain requirements on federal agencies which 

will strengthen the EEO program.  More than that, the law 

Includes coverage of state and local governments which had never 

been covered before, and for the first time in the history of 

the Equal Employment Opportunity Program, it received its 

M-BD O - 75 - 2B 
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authorlty from a statute rather than only an Executive Order. 

Vlhat's more, one new provision of the law accelerates complaint 

procedures,  if a complaint Is not settled within 180 days, a 

complainant can go to court to seek relief.  Of course, that gives 

us Che additional impetus to expedite our cases.  Slowness in 

processing complaint cases has been one of the great weaknesses 

of the existing program.  In some cases, we've had some people 

die before their cases were ever adjudicated. 

The law also says that affirmative action must be meaningful. 

The law states further, that EEO action plans will be required 

to include: (1) training and education programs for upward 

mobility, and (2) establishment of qualification criteria of 

principal EEO officers. 

If I have strayed away from what I began to talk about, I 

apologize.  But I thought it necessary to give you a rundown of 

past and present attempts by the Federal Government to provide a 

method or means for hiring minority geosclentlsts. 

Let me talk for a bit about Upward Mobility Programs, which 

I think really go to the heart of this conference.  When I came 

to the Civil Service Commission, 1 concluded that our greatest 

problem was moving minorities up through the system and giving 

them the opportunity to level off somewhere but certainly not to 

be Impeded by their skin color or national origin.  Part of the 

problem is identifying those minorities who are qualified and 

quite capable of taking on additional responsibilities.  Often 

times managers do not see potential in their employees. 
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Agencles are not required to develop an Upward Mobility 

Program.  Most of them have a program of some sort, but It Is 

not uniform. For an example, the Agency for International De- 

velopment has taken 30 young people from GS grades 1 through 7 

and said "If you can cut the mustard, we will send you to George 

Washington University." Twenty-nine of them (they had one drop- 

out) are now going to George Washington University full time 

at the government's expense. 

The Department of Health, Education and Welfare has a 

tremendous program. They are dealing with four colleges in and 

around the Washington area, basically doing the same thing, that 

is, providing the opportunity for employees to acquire a college 

education. A number of employees there are working four hours 

a day and going to school four hours a day.  It is not easy, but 

they are doing it.  It is a way of moving people in and through 

the system, and I believe that we can do exactly the same thing 

in the earth sciences if we are really serious about moving 

minorities and women into this field.  I am sure it will take a 

long while, but at least It will be a start. The avenue must 

be provided for those employees willing to travel that avenue 

which will lead to a better life. 
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Leon Cook 

President of the National Congress of American Indians 

In Indian country our problems revolve around water, property, 

and natural resources. Unfortunately, most of Che activities re- 

lated to those areas of interest have. In the past, been administered, 

maintained, and operated by non-Indians, primarily whites. 

Most of you may know that Indian country has been diminishing 

in size for some time.  In 1900, for example, we had approximately 

94 million acres of property.  Today we have 44 million acres.  We 

lose an average of 50,000 to 500,000 acres a year to non-Indian 

Interest, and only because the Department of the Interior, the Army 

Corps of Engineers, private and corporate interests have all, for 

years, been encroaching on Indian resources, water, and property. 

As a result, we Indians urgently need our own people in the natural 

and physical sciences—we need hydrologists, geologists, land-use 

planners, real-estate managers, real-estate appraisers, biologists— 

anyone associated with land, water, and their natural resources. 

President Nixon gave a message to Congress on July 8, 1970. 

He talked about Indian self-determination. But self-determination, 

in my mind, has nothing to do with getting a lot of Indians at the 

top of that Bureau (of Indian Affairs).  But getting Indians rtmning, 

operating, and administering our water and property resources at our 

reservations is Important, because it is there that we are fighting 

for survival as a culture and a people.  It is there that we maintain 

what It is we have left of our land, water, and resources—human, 

natural, and physical. 
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Ve  need all kinds of human resources and especially Indian 

nacural-resources specialists. We are trying to build that kind 

of human wealth at our reservations.  We want to retain and main- 

tain our reservations. 

If you look through the past, at every river basin In this 

country—the Arkansas River In Oklahoma, the Rio Grande In New 

Mexico, the Colorado, San Luis Rey, Columbia, and Missouri River 

Basin—you see in every case expropriation of Indian lands and 

waters.  The Federal agencies are competing for Indian resources 

on the one hand, and the corporate interests are competing on 

the other.  And we end up the losers.  We have lost forests, 

•Inerals, gas, oil, land, water.  You name it, we have lost It 

across this country.  So, in Indian country, we are interested 

in this kind of conference.  Hopefully, your professions, your 

companies, and your agencies will help this country, help Indian 

country, and help the whole world to demonstrate that there is 

some sense of humanity in this country, some sense of morality, 

and some sense of Justice for our Indian community. 

We are Interested in Jobs, In income, in educatUm, in 

welfare.  We are interested in roads.  We know the things that 

are available in urban communities.  But what is unavailable in 

urban communities Is an opportunity for us to survive as a people 

and as a culture.  We are the only aboriginal culture in this 

country.  What we have left in reservations is the last of our 

birthright in this country.  In those reservations you find who 
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It Is that I am.  And I am not only an Indian, but a Chlppewa. 

I am not only a Chippewa, but a Redlake Band Chlppewa of the 

Redlake Chlppewa reservation.  That defines who I am, and among 

all other Indians the land defines who we are and how we relate 

to this country. 

We used to go through these hassles when I was In the Bureau 

of Indian Affairs.  Our budget examiner used to say, "Why are 

you so adamant about hanging onto your reservations?"  I said, 

"Look, I don't know whether you are Irish or Scotch but whichever 

you are, Ireland and Scotland still exist.  But what happens when 

those countries are no longer in existence? When they are ter- 

minated as you terminate our Indian people, then what do you become? 

Very literally an American, a nameless, faceless American. What 

do I become? What do my children become when I am terminated?" 

So we do need help and we are asking for your assistance. 

We would like to survive as a people.  We would like to retain and 

maintain our reservations.  We would like to have more kids in 

college—we have 14,000 this year.  Now if they were all training in 

natural resources fields we would take over the Bureau of Indian 

Affairs, but they are not studying natural resources. 
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J. R. Jackson, Jr. 

Manager, Exploration Environmental Affairs, Exxon Company 

It is a great pleasure to be here today to participate in 

this conference in my role as Chairman of the American Geological 

Institute Committee on Manpower.  In the short time available, 1 

would like to present the results of recent studies made on the 

supply and demand for earth-science professionals. 

Two comprehensive studies have been made by the Committee on 

Manpower.  One estimates the supply and demand for earth scientists 

at the end of 1968, and one at the end of 1969.  Each is based on 

the current employment of earth scientists, and each projected 

the results five years into the future. 

Results from these studies indicate that total employment of 

earth scientists will Increase 3.4 percent from 1969 to 1975, or 

from a total estimated population of earth scientists of 36,500 

in 1969 to about 37,800 at the end of 1975.  The greatest percentage 

growth In this period is expected in the employment of geophyslcists. 

The study represents the results obtained from reports of em- 

ployers of earth-science personnel and indicates their best judg- 

ment for new employment during the period 1970-75.  Figures are 

based on responses to questionnaires sent to industrial organiza- 

tions, governmental agencies, and educational institutions.  Two 

hundred sixty-eight replies were received covering the entire spec- 
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trum of large and snail employers of many different types. Re- 

sults of these studies have been recorded In the AGI publication. 

Manpower Supply and Demand In Earth Science, available from the 

American Geological Institute In Washington, D. C. 

Until recently, the total population of earth scientists In 

the United States was unknown.  Only marginal Information was 

available as to how these individuals were employed, by whom, and 

in what capacity.  We knew very little about estimated future em- 

ployment or emerging new trends and usage in employment of earth 

scientists.  The objectives of the 1969 AGI study, funded in 

large measure by the National Science Foundation, were to improve 

these data;  to indicate the employment outlook; to Identify 

emerging trends and new usage for earth scientists; and to suggest 

means to dampen the cyclical character of employment in the earth 

sciences. 

As you can see, the first slide Illustrates the distribution 

of employed geologists and geophyslclsts who comprise the largest 

group of earth scientists. The petroleum Industry employs some 

60 percent of all geologists and 71 percent of geophyslclsts. 

The next largest employer category is that of education, with 17 

percent of the geologists and 14 percent of the geophyslclsts. 

Government agencies employ 12 to 13 percent of the geologists 

and about 5 percent of the geophyslclsts, while service organi- 

zations employ about 8 percent of the geophyslclsts. 
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Looklng at the distribution of employed geologists and geo- 

physlclsts by discipline and degree, we find that bachelor's 

account for 45 percent, master's 32 percent and Ph.D.'s 23 per- 

cent of the geologists.  With the geophyslclsts, bachelor's 

account for 58 percent, master's 24 percent and Ph.D.'s 18 per- 

cent. There Is nothing very surprising In these figures and 

their distribution might have been anticipated. 

Next Is a distribution by employer and degree for four 

major categories.  This shows that In the petroleum industry, 

holders of bachelor's degrees represent the largest percentage 

followed by master's and doctor's.  In the educational field, 

as might be expected, holders of doctor's, master's, and 

bachelor's degrees are in that order.  In government, there 

is somewhat of a surprise.  Bachelor's are first, the master's 

are second, and the doctor's are third.  For the total of all 

employers, the bachelor's comprise slightly over 51 percent, 

master's 28 percent and doctor's 21 percent of all earth scientists. 

This is how things stand today. 

In the future, our studies would suggest a steady, but 

gradual, upgrading of the degree level. 

Responses from questionnaires Indicate that many factors can 

rapidly Influence employment. Highly influential among these 

factors are government actions related to extractive Industries, 

some of which may be legislative actions, administrative actions, 

or rules and regulations by state and local agencies.  The economic 

vitality of the involved Industries is a vital factor, and recent 
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environmental activities and pollution problems are having 

substantial effects—both positive and negative—In employment 

opportunities. 

One key factor, as yet unquantlfled, Is the demand for 

earth-science teachers, particularly in the secondary schools, 

but also In colleges and universities.  In many respects, this 

is due to recent excitement generated as people learn of the 

importance of geology and earth science through news coverage 

of the Apollo moon voyages, the results of the JOIDES program 

and its deep sea drilling activities, and the new Ideas concern- 

ing continental drift and sea-floor spreading. 

This is all coupled with a new and greater "people Involve- 

ment" and concern with all activities that impinge on the nation's 

social conscience.  Primary, among all of these, is the awakening 

and deepening knowledge of the short supply and rapidly increasing 

demand for extractive industry products, such as minerals and 

fuels of all kinds, including oil and gas, uranium, coal, and oil 

shale. 

Our studies also identified a number of problems in earth- 

science employment.  Some of these are the long lead times re- 

quired to obtain master's and doctoral degrees, which many em- 

ployers now consider mandatory.  Another significant problem is 

the feast-or-famlne employment cycle in the earth sciences. 

This is almost entirely due to economic conditions as the 

Industrial economy expands or contracts.  This situation is 
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aggravaced by tax and accounting procedures which place explor- 

atory activities—the major reason for hiring earth scientists— 

in the accounting category of expenses.  Expense activities 

usually suffer first when low economic activity occurs or is 

anticipated. 

Domestic political problems of all types also affect 

earth-science employment by industry, because in many cases 

political activists have no constituency among employers of 

earth scientists.  They therefore feel free to attack industries 

at will without harming their own political position. 

Finally, one of the most important problems is a divergence 

of views between educators and employers.  Employers, as a rule, 

are constrained by the necessity of responding to the needs of 

shareholders, management, and regulatory governmental agencies. 

Educators, on the other hand, do not have these constraints and 

are possibly more inclined toward the theoretical, toward long- 

range research, or to a strictly scientific view. 

The wealth of information obtained from the questionnaires 

points to trends in training in qualities of individuals most 

desired by employers, and in the wajts employers respond to, and 

utilize, employees. 

Generally, it was indicated that employers prefer to develop 

and advance employees Internally.  They see a growing Importance 

of physics, math, computer modeling, and systems analysis.  And 

they prefer individuals with broad educational training and with 

the ability to adapt to change—with an emphasis on environmental 

considerations. 
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The master's degree Is the preferred level for general 

operations, a Ph.D. is preferred for research and development 

activities.  Of course, the opportunities available to master- 

level graduates far exceed the opportunities for the Ph.D. 

Employers speak highly of broadly based graduates with an ability 

to think imaginatively and to write and speak clearly in order 

to properly present a point of view.  Probably as a result of 

Interest generated by the AGI publication "Investigating the 

Earth," there is an unquantifled but substantial need indicated 

for earth scientists as teachers in secondary schools.  The early 

exposure of youngsters in secondary schools to the principles of 

earth science bodes well for future interest and involvement of 

citizens in the geosclences. 

Finally, let us take a look at salaries.  We have two graphs 

of median salaries, although these are not based on the AGI sur- 

veys but on the National Science Foundation's National Register 

of Scientific and Technical Personnel which now, regrettably, 

has been discontinued.  First, I would like to talk about median 

salary levels by degree.  The first chart indicated that Ph.D.'s 

have the largest salaries.  Bachelor's are next and surprisingly, 

the master's—the group greatest in demand—has the smallest median 

salary.  However, we attribute this to the fact that bachelor's 

are a significantly older group with more experience, and we feel 

sure the master's salary will surpass the bachelor's in the near 

future. 
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From the next chart we see median salaries paid by different 

employers.  Possibly destroying some long-held beliefs, we find the 

Federal Government is now the leader in salaries, according to data 

from the National Register.  Industry is second and academic salaries 

are third, while state and local salaries are fourth.  We suspect 

that academic levels are probably equivalent to industry and the 

Federal Government; however, they appear anomalously low.  Our in- 

terpretation is that In many instances, salaries hav<; been reported 

for an academic rather than a calendar year.  The inclusion of 

many high-school teachers and geographers who normally do not re- 

ceive the college-level salaries may also tend to depress the median 

academic salary. 

Let me summarize my remarks with these observations.  These 

apply to everyone, not Just to minorities, but they may be doubly 

important for minority candidates.  The outlook for earth-science 

employment is not considered to be highly favorable for a number of 

reasons.  From our studies, we anticipate replacement of attrition, 

in addition to some small growth, of approximately 3.A percent per 

year through 1975.  However, we see a substantial demand for 

secondary-school teachers which we have not been able to quantify. 

Of course, there are always employment openings for those who are 

highly qualified, for those who are Interested and dedicated, and 

for those who are willing to avoid professional obsolescence. 

46-120 O - 75 - 29 
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I Generally,   these opportunities will be offered  to graduates 
k 
I  of the better Institutions.  There Is one overriding consideration 

froB the viewpoint of employers, and that Is quality. We are 

>j  dedicated to the proposition that quality Is required to achieve 

I  initial employment, success, and advancement. The competition 

in today's world is keen. 

Above all, we believe in creating an awareness of earth science 

in secondary schools whi^h, when broadly disseminated, will lead to 

those highly dedicated and qualified individuals that we seek. 
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Edward E. Shelton 

Director, Office for Equal Opportunity, Department of the Interior 

Thank you very much.  I have been sitting like a sponge for 

a day and a half, abEorblng all kinds of statistical data, some 

that gives me cause to wonder whether I am hearing correctly. 

I am happy that the first item on the list of Action-Planning 

Sessions tomorrow concerns the motivation of minority youths of 

pre-college age to study geology and related sciences after they 

leave high school,  I need not repeat the dismal statistics on the 

lack of minority involvement In this field.  Most of you know the 

situation better than I. 

In one recent publication prepared by The Geological Society 

of America's ad hoc committee on minorities, I read the following: 

"Increased minority participation is a challenge that can only be 

met by the combined efforts of the geoscience profession, the 

mining and petroleum industries, federal and state agencies, 

colleges and universities." 

When I read this statement, I had the feeling that something 

was missing.  Then I realized that the missing Ingredient was the 

role of the family in this process.  The whole crux of the problem 

as I see it is one of educating disadvantaged young people to become 

earth scientists.  Let me admonish you that educational opportunities 

by themselves offer little to those whose family and community place 

little or no premium on what can be tomorrow—because it Is 

concerned solely with what is today. 
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SpeclfIcally, what I am saying is that the home environment 

will determine, in large measure, whether or not we will be able 

to motivate minority young people to set as their goal a career in 

the earth-science field.  It is unlikely that these young people 

will come into personal contact with members of their ethnic group 

already in the geosciences.  Who is there to emulate? 

What is more, the black community, the Chicano community, 

and the Indian village have grown tired of bright promises that 

are never kept.  One more promise of a bright career—if only they 

will do thus and so—is not likely to create a stampede toward a 

career in the earth-science field on the part of minority group 

members.  Let me hasten to say that I am not saying these things 

to criticize the program, but rather to alert you to the depth 

and breadth of the work to be done after this conference. 

Motivation is a key element to success in any minority 

input program.  And it can be destroyed by what I call "self- 

fulfilling prophecies" of low expectations:  that we can not expect 

too much from these people; that their brains are too small to 

absorb the kind of training, and sustain the study required for 

entry into the earth-science field; that only 15 percent of the 

Chicanos graduate from high school and only two percent of those 

go on to college, so why work so hard to involve them in the pro- 

gram.  I call this the self-fulfilling prophecy syndrome.  We do 

not expect too much and we do not put forth much effort to produce 

the end result, because we consider the effort a failure from the 

start. 
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When one Involves himself in any uplift program, one must 

be certain that negative feelings do not give one away. Minority 

people have become expert in reading "Mr. Charlie's" body language, 

and rightfully so.  They have had many years to perfect this art. 

Whereas I do not wholly subscribe to the theory that only Chicanes 

can relate to Chicanos and only blacks can relate to blacks, I do 

feel that it is going to take persons familiar with the customs, 

traditions, and codes of minority group life to make this program 

do what we intend. 

To do this, one must know what moves people to affirmative 

action.  Using this knowledge we must capture their emotions 

and create within them the desire and the drive to move in a 

completely foreign direction. This desire and drive might be akin 

to the adventuresome spirt that motivated the 19th century pioneers 

to relocate, to seek their fortunes in the unknown western portions 

of the United States. 

In short, we have to kindle a spirit in the minds of minority 

group young people that will impel them as a group to consider 

a career in the earth-science field. This means that we will have 

to package our program in such a way that it appears to be an exten- 

sion of the present life style as opposed to the abrupt departure 

that it is.  For fear that some of you do not fully understand what 

I am talking about, let me give you an example from my personal 

experiences.  X was reared in a community in which few blacks had 

the opportunity to go to college.  In those days there were 
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dlstlnct jobs for blacks and whites In my city, and you did 

not find many blacks performing the Jobs reserved for whites, 

or vice-versa. 

Since I had held several of the jobs reserved for blacks, 

it goes without saying that I had many friends In this category. 

But when I went to college a sort of coolness began to develop 

in my relations with these fellows.  They began to treat me In 

a manner that made me feel that I was not as tight with the 

group as I had been. 

It appears that groups have a way of excluding those who 

deviate from the norm; thus, in trying to motivate minority young 

people to flee the nest, we must recognize that we are, in essence, 

requesting that they be prepared to accept a change In peer group, 

and in relations with their old peer group. 

Those of us who seek out these young people must be assured 

that the ones we do find have the strength and the stamina to 

withstand this cutting of the umbilical cord.  This means that 

we must provide the services and resources necessary for a success- 

ful bridging of the gap.  Because in this dog-eat-dog society, only 

the strong survive. 
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Linn noover 

Executive Director of the American Geolofefral Institute 

I think this Conference on Minority Participation in the 

Earth Sciences and Mineral Engineering is evidence In Itself that 

earth scientists are concerned about the low level of minority 

group representation In their profession.  /t wouldn't be honest 

to say that all earth scientists share this concern, but their 

support of and representation at this conference indicate that 

the goal of increased minority participation is shared by the 

leadership of key earth-science organizations. 

The scope of the task at hand Is perhaps revealed by the 

data from the 1972 American Geological Institute (AGI) student- 

enrollment survey.  These data (which were tabulated only on 

Monday and are pot yet complete) arc the results of a questionnaire 

that was sent to about A70 degree-granting departments in the 

United States.  A response from 400 of those departments showed 

that 171, or 43 percent, had a minority student enrollment.  At 

the undergraduate level, these 171 schools reported 374 minority 

group persons as majoring in the geosciences.  There are 123 in 

the master's programs and 41 at the Ph.D. level, for a total of 

538 minority group members in earth-science education.  I do not 

have the current year's total student enrollment, but for the 

preceding year, the total enrollment was about 25,000.  So, if 

that number still holds for this year, it means that the percentage 

of minority group members enrolled in earth-science programs 
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Is about 2.2 percent.  You may also be interested In a few of 

the totals by minority group.  Out of the 538, 153 are black 

Americans, 208 are Spanish sumamed, 159 are Oriental, and 18 

are Indian. 

Last year, minority group members received 69 degrees in 

earth science; 51 at the bachelor's level, 18 at the master's 

level, and none at the Ph.D. level. The total, In comparison 

to the overall degrees awarded last year, was 1.7 percent of the 

bachelor's degree, 1.9 percent at the master's degree, and no 

Ph.D.'s. 

The 20-odd national earth-science societies constitute the 

best available mechanism for focusing the concern of earth 

scientists on the need to increase participation of minority 

group members In this field.  Collectively, these societies repre- 

sent about 80 to 90 percent of all U. S. earth scientists, and 

most of them have a stated Interest in professional as opposed to 

strictly scientific affairs.  Six of the 18 societies affiliated 

with the AGI already have expressed their support for an inter- 

soclety program that would help increase the number of earth 

scientists drawn from minority groups.  In most cases, this 

declared support will be in the form of cash from society members 

or drawn from other resources of the society. We consider it to 

be seed money, which though small in comparison to the magnitude 

of the funding needed to complete the Job or even to undertake 

the job, will serve as a demonstration of the professional 

commitment—and we hope as an inducement—for more substantial 

financial support from other sources. 
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The !•-.Gl'^"te. ltse)f lias requested some Initial funding 

from a private foundation and 1 learned, just yesterday, that 

it.' support •'.3 virruaJ.r.y assured.  The program that this money 

might help us to begin to Implement has been initially sketched 

out jy a compo'-'.r:-- coru:i:ttee of the Geological Society of America, 

aiKl AGI, Including; miny of the people here:  Bill Bromery, Mack 

Gipoon, Lou Pakl-ser, and Clyde Wahrhaftig. 

Till! progr'-ra •,•5 ficu.-ed at the moment primarily at the college 

1> -.1.  It .'ould Mirlurt- f.ijch things as career guidance; counsel- 

inf, for returning veterans; and thp provision of scholarships for 

bo'..;i undergraduate and graduate students.  The scholarships for 

undcrgxaduates would go primarily to the colleges with large minority 

enrollment, partlcula»'ly black colleges, if those colleges have an 

uiiccigi-aduate program ir. Rarth science.  At the graduate level, 

•>e-naps out of necessity, scholarships would be directed toward 

primarily white Institutions. 

One of the programs that has been proposed, for example, is 

the retraining of black agricultural faculty members in land-grant 

schools where agricultural training is diminishing.  The black 

faculty members formerly teaching agronomy are scientists in their 

own right, although not earth scientists. With a year or so of 

additional training and some field experience, they surely could 

be prepared to teach undergraduate courses in earth science in 

schools that now do not offer this subject at all. 
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The program could also provide summer employment or summer 

field camp experience for undergraduate students who are Interested 

In majoring In one of the earth sciences.  Of equal importance Is 

job placement. Job counseling, and a follow-up program to make sure 

that those students who successfully complete a course In earth 

science are placed in a position that makes full use of their 

abilities. 

These are only a few of the possibilities that this inter- 

soclety program might Include.  Probably you can think of other 

equally worthwhile and effective programs.  We really haven't 

touched on the problem that some of the other speakers have already 

mentioned—the real problem of pre-college motivation in education. 

This is a problem In the training of earth scientists from any 

part of society, not just minority groups. 

For the past several years, the Institute, through its 

Environmental Studies Project in Boulder, has been attempting to 

work primarily with students in inner-city schools—to create in 

them an awareness of the environment in which they are living, 

and the recognition that, as students, they have something to con- 

tribute to classroom discussion, and the potential of their own 

worth as adult citizens.  Probably much more needs to be done at 

this level to make any program of college training successful. 

The composite program, even as we are sketching it out, will cost 

a lot of money.  Probably at least a million dollars a year if 

it is to be at all effective, and perhaps ten times that amount. 
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Masslve support musC be sought from Industry, govenuoenc, 

and private foundations. And, again, we hope that the seed money 

that comes from the profession persuades some of these funding 

sources of the Intent and the sincerity of the commitment of the 

profession. 

It Is probably not realistic to say that any minority group 

can attain a parity level of employment within the five-year 

period that has been mentioned. This would require that, within 

that period, 3000 to SOOO minority group earth scientists would be 

ready to go to work.  If only because the time required for pro- 

fessional training Is a minimum of 4 years, a more realistic goal 

is to say that we should set our sights on encouraging 100 to 200 

minority group members each year to complete their training as 

professional earth scientists.  I think it would be unfortunate 

to set a goal so high that It couldn't be realized.  As Jack 

Jackson of Humble Oil pointed out, a crash program might cause 

unhappy effects. 

I think there is no question that in the earth-science fields 

Jobs would be available for several hundred minority group graduates 

each year. 
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J. V. Martinez 

Research Physicist at the Eastman Kodak Company. Rochester. Sew York 

Before Introducing the Panel on Youth, the Professions, and 

the Future, I would like to make a few Introductory remarks to 

try to give some Insight into minority problems which have not been 

dealt with thus far.  As I am outside the earth sciences, this 

might prove profitable. 

My involvement in minority affairs began some time ago.  I 

hope you will pardon my vanity, but I do want to give you some idea 

of my exposure to this area. At present, I am a member of the 

American Physical Society's ad hoc committee for minority partici- 

pation; an officer and director of Minority ParticlpaXion for 

Physics, which incorporated In Washington; a consultant to the 

Ford Foundation; and a consultant to the Atomic Energy Commission 

in this area. 

By now, I suppose, we have accepted the premise that minorities 

want to participate in the majority society. Thus, our analysis 

has to be according to the way we have learned in the majority 

society.  It is a bit unfortunate, really, that we have to segre- 

gate in order to Integrate, but I think this is the way that things 

are going.  In other words, right now there is a lot of external 

pressure to try to bring about participation.  And it is too bad 

this could not have been done Independently before now. 
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Perhaps this Is a minor concept of the larger Idea of 

participating In the majority society.  It Is a state of mind 

that we are talking about—a sharing of the American dream, to 

quote Congresswoman Shirley Chlsholm, who says that it would be 

Dice for the majority society to live Its Sundays seven days a 

week. 

I think she puts things In a good perspective: The object 

Is to share the American dream with those who have been deprived, 

but not without an acceptance of responsibility. 

The message I got last night from Reverend Jackson was that 

it is too bad we cannot use the methods of operations research 

to deal with this problem. We have all the machinery. The only 

question, as I see It, is where will the money come from? To me, 

the minority problem Is simply a question of money.  If we have 

the money, we have the talent. 

I'm not a preacher; I'm a scientist.  So, I use numbers to 

express my views.  Lately, I have been working on a directory of 

Spanish-surnamed and native American professionals in the sciences. 

I believe, and you might correct me on this, that Ph.D.'s in the 

najority society now number about 600,000 in the sciences, a 

figure that gives us about 2500 Ph.D.'s per million U. S. citizens. 

The black community, I believe, claims about 600 doctorates In a 

population of 20 million, or 30 Ph.D. scientists per million popu- 

lation.  As for the "browns," there are about 60 doctorates among 

10 million or fewer persons, which yields about 6 per million. 
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In short, what we need Is something of a Sputnik In educa- 

tion for minorities. 

But, how could large numbers of new minority scientists be 

absorbed by society? Reverend Jackson suggested a goal last night 

of 5000 minority earth-science personnel in a five-year period. 

But under present circumstances, they could not be absorbed.  It 

might, however, be possible to invoke Mrs. Chisholm's concept of 

sharing: There is no reason why any industry could not go on a 

four-day week; in this way, they could share 20 percent of the 

work load, which is to say that we could Introduce 20 percent 

more scientists.  If there are 38,000 earth scientists at present, 

this arrangement would allow us to Introduce 7600 new scientists. 

As another suggestion, there is no reason why chairs could not 

be endowed in the colleges and universities of the Southeast and 

the Southwest, or wherever there is a large number of minorities. 

In this way, we could assist the transition of minority students 

into the profession. 

But where would these students come from, even if we did have— 

right now—the machinery to prepare 5000 scientists in five years. 

Where do you find the raw material? We hear references to seed 

money, which I think is a valid concept.  But you may find that 

the germination rate, or yield, of students may reflect some poorly 

cultivated seeds.  Keep in mind that students of the minority 

community do not relate the same way as the students of the majority 

community.  It is essential for us, as minority scientists, to par- 

ticipate In the decision-making and granting processes of any such 

program. We want to participate. We want to accept the responsibility. 
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Cheryl Anderson 

Undergraduate student at the Colorado School of Mines 

In bringing this panel together, the three students among 

us discussed a number of points, and two main ones are these: 

In our experience, and in the experience of our fellow 

classmates. It would be Important to find and attract people 

who do not ordinarily go into such fields as mineral engineer- 

ing.  Second, we decided that to solve the problem of minority 

participation will require a coalition of industrial and educa- 

tional institutions to provide the necessary financial—and 

perhaps even more Important, the social or sociological— 

encouragement to get these students into the geosclences and 

engineering. 

M-BO O - 79 - 10 



454 

-68- 

Earl Brooks, Jr. 

Gcosclence graduate student at the University of Washington 

I would simply like to make the point Chat we are losing 

an awful lot of good young people.  Somehow, we are leaving 

them out. As for myself, I was lucky enough to have been In- 

troduced to earth science when 1 was In college.  I've 

managed to get summer jobs, but 1 have seen a lot of my friends 

who did not—even though we went to the same schools and they 

are Just as qualified as I am. 

What happened to these kids? What happens to all the kids 

who get lost along the line, who get crushed in the ghetto, 

who can't seem to get out, who don't know what rocks and trees 

are all about?  I think business could profit from projecting 

itself into a world that is so much different from the one 

they know. 

Finally, there are a lot of young people who could be 

trained as technical hands, as draftsmen, as mapmakers—not 

necessarily by college training. We are losing these people 

because we are not getting to them soon enough. 
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Student at Sew Mexico Highlands University. Las Vegas. New Mexico 

I would like to add to what Earl has said.  In high school, 

the Chicanos, blacks, and Indians shy away from science courses— 

from the physics, and math, and chemistry they need in order to 

enter the geosclences in college. There Is no reason why those 

Chicanos, for example, who do graduate from college In the sciences 

cannot then go back to high school students—the freshmen, even 

junior high school students—and stress that they take science- 

oriented courses. The younger kids can relate to these people. 

This way, you're reaching students at a time when they're most 

susceptible to being directed Into a field like this. 

They will see a Chlcano in their class and ask him what he 

does for a living.  He'll say he's a geologist, and from that 

point they will begin to ask how he got into his field.  They 

can relate to him because he's a Chlcano. 
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Questlon from the audience: 

Don't you think that it is probably necessary to reach 

students even earlier? 

Richard A. Scribner 

Staff officer for Science and Society Programs of the American 

Association for the Advancement of Science 

On the field trip yesterday, I had a chance to talk with 

several teachers.  Including a biology teacher. One of the 

points they coimented on was that most of their students were 

lost to science before they ever got to Junior high, and that 

it is in these earlier, formative years—probably grades 

kindergarten through sixth—where the motivation and the models 

are needed. 

My association has a program called Science Process Approach 

for grades K through 6, and it Is supposed to be fairly innovative. 

1 am not here to promote it at all, but there have been some tests 

run recently, using this K through 6 "hands-on" approach to science 

with Chlcano students In Texas and inner-city students in 

Philadelphia.  It worked for the first three grades, and It didn't 

work for grades A through 6.  It worked for kindergarten and 

grades 1 and 2, and, in some cases, grade 3.  1 don't know whether 

this is because the material Itself was not prepared correctly 

for the students, or whether there was not sufficient motivation 

for the students as they got further along—or whether other 

educational aspects dampened the students' enthusiasm. 
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Questlon from the audience: 

What do you mean by "It worked?" 

Scribner;  Okay, measured against how It works in other schools— 

middle class white schools—students kept right up and were 

enthusiastic about it in these early grades and were achieving 

every bit as well as the well endowed white students.  But, the 

minority students in the inner city, possibly because their educa- 

tional environment was not as good by the time they got to the 

last few grades of their primary education, fell behind In spite 

of an extra effort that was being put in. 

We are going to be running this test to find out whether 

students who are now caught up early, in grades 2 and 3, are 

going to do better as they get up into the higher grades.  And 

we will try to learn what some of the factors are that are influencing 

this outcome. 

Question from the audience: 

How could the college students themselves set up a program 

where they would be "motivators" for minority students in the 

lower grades? 

Miss Anderson: Well, before answering that, I'd like to comment 

on why there are so few women in engineering and the geological 

sciences.  We found out why there have been impediments to black, 

or Chicano, or Indian entry, but there are women in white, sub- 

urban high schools and there are women taking chemistry, physics, 

biology, and math in high school, and doing well in them.  Their 

parents are wealthy enough, and they do go to college.  But, they 
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don't get Into the geosclences.  Why?  I think the reason Is 

that, as we prepare for college, high-school counselors, teachers, 

or administrators begin to say, "O.K., what are your Interests? 

What are you good at?" And, if a woman Is good In math, physics, 

or chemistry, they say, "Great, we need more math or physics or 

chemistry teachers in junior-high school." 

VJell, not all women want to be teachers in Junior-high school, 

if they even want to be teachers at all. 

Or else, they'll say, "Well, we need more nurses. You want to 

be a lab technician? That's good, too, because we need more 

technicians.  You want to be a doctor? Well, I don't know about 

that.  It takes a hell of a long time, and a lot of money, and 

you'll probably get married and have babies, and never be a doctor. 

So, 1 don't think you should do that." 

And then, if you say, "Well, I want to go to the Colorado 

School of Mines. I've applied to Mines, and what do you think 

of that?" 

"MinesI Well, obviously you don't know what you are getting 

into." They then tell you of the social stigma, the discrimination, 

and that it is going to be too hard for you, it is too difficult 

academically for a girl. 

It Is a flat out, explicit, "Don't.  You won't make it." 

Counselors told me that there are only 2 women attending the 

Colorado School of Mines, and that I would be such a minority that 

I would never be able to make It.  In fact, there were 70 women 
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golng to Che Colorado School of Mines last year.  It Is hard, 

but If a woman wants to make it, she can, as ouch as a black 

man or a black woman, white man or any other person. 

In high school, you're very impressionable and you depend 

on other people almost totally foi making your decisions, getting 

input from counselors, teachers, and administrators. They give 

you the best of their experience and knowledge, but it has been 

my experience that this is inadequate. 

Statement from the audience: 

It occurs to me that there are perhaps two ways of remedy- 

ing this problem.  One is for various organizations of minority 

groups to make better contact with guidance counselors.  Per- 

haps also required is a fairly massive program on the part of 

the geosciences, as well as minority groups. 

A second avenue, perhaps, is that of encouraging minority 

group personnel into the guidance-counseling field, as well as 

into the mineral or geological sciences and the mining industry. 

Reese Watkins, student at the City College of New York, represent- 

ing the National Black Science Student Organization; 

He have been going to various high schools, Junior-high 

schools—and next semester we'll be going into the elementary 

schools—making presentations that we feel have been very reward- 

ing to the students. 

So far, most of our members have been pre-medical students, 

but the organization is now branching out, and we hope to include 
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geosclence. Dean Charles Baskervllle (Dean of General Studies 

at City College) and another professor have discussed with us 

the possibilities of setting up physics demonstrations for the 

students, as well. 

As one example of things we have done that have proved 

beneficial to high-school and junior high school students, we 

have a science film called Cold Blue that shows black, Indian, 

and Chlcano doctors working with our people In the coammnlty. 

The film deals with the problems that we are having In getting 

students Into these fields of science and medicine. After the 

film Is shown to classes—It lasts 28 minutes—we have discussions 

about some of the things we deal with, like lead poisoning and 

nutrition.  We have spoken with guidance counselors in the various 

schools, and they say it is a good program, and that it has helped 

their students.  Our program is not funded, although we would like 

it to be.  We are all full-time students. 

Statement from the audience: 

Having been in the classroom myself as a teacher for 10 years, 

I am concerned that all these responsibilities are being put back 

on the high-school counselor.  It is a mammoth, if not impossible, 

task for a counselor to learn about all the jobs available in every 

conceivable area of endeavor.  I want to hear about what industry 

Is doing, or would like to do, to help out in this area.  Some of 

the companies in this field could assume part of the responsibility 

by opening up summer field work or laboratory jobs. 
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Bubba Jackson, Colorado Urban League. Denver 

I come from the inner city and I can speak for that area. 

The ideal program for earth sciences' input for the urban schools 

is not simply more curriculum content, although that is commendable 

if it is made palatable. But there is quite a concern now in the 

black community among educators and others about getting cognitive 

skills—maximally transferable principles—into children's heads 

to make them independent thinkers.  The commitment to all the plans 

you have for earth-science content, more effective motivation, and 

bigger and better fllrastrips is fine—if a coalition can be made 

with some of the blacks who are trying to emphasize independent 

cognitive skills.  I think that taking the content of geology and 

other earth sciences, which is exciting in its own right, and com- 

bining or ordering it along cognitive-skill lines, would be the 

ideal state. 

Allen D. Trujillo 

Chino Mines Division, the Kennecott Copper Corporation 

As a representative of Kennecott Copper in southwestern 

New Mexico, I didn't want this audience to be left with the im- 

pression that industry has done nothing. Along with the American 

Institute of Mining, Metallurgical, and Petroleum Engineers (AIME), 

we have been talking to counselors and working with students.  Some 

of our engineers are giving classes to various students in the area. 

You'd be surprised at the number of people who have lived all their 

lives In mining communities and still don't know how copper is pro- 

duced. To offset this, we have been slowly working to get more 

information to the Junior-high schools and the high schools. 
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I have worked a little in this program, and I'm just so 

disappointed with the educational aspects of It.  Counselors 

are still projecting to junior-high students the idea that the 

best they can do Is go to college and become a teacher.  I'm 

not sure why this is so, but perhaps it is becaifse the counselor 

is usually a teacher, and this is what he understands best. 

Harold Fothergill, the Union Oil Company 

I've been listening for a day and a half, and I get the 

Impression so far that industry has done nothing.  I wonder if 

you all really believe that,  I think somebody ought to stand up 

and say what industry does.  (See subsequent statement by 

Fothergill. ~ Ed.) 

We do have summer jobs for minorities, and Earl Brooks is 

one of those whom we have hired. All the majors do the same 

thing.  We do an awful lot for students.  Whether they are girls 

or minorities, we are interested in getting good people.  I em- 

phasize "good" because white folks have the same problem.  Some 

are good and some are not.  We've never discriminated—I cross 

my fingers on this—in the old context of minorities, because 

you seldom see a minority student. 

I'll bet if you listed all the money from various company 

foundations for minority work that you would be amazed at the 

millions involved in this.  Yet, almost everybody speaking here 

has his hand out to Industry asking, "What are you going to do 

for us?" Also, I really question whether going to the secondary 

schools should be industry's job. Perhaps this is highly de- 

sirable, but we can't go all the way. 
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I think that if every university took the Instructor who 

teaches Introductory physical or historical geology, and sent 

that man out to the high school or the Junior-high schools, 

that this is where the selling Job could be done. 
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Pete Mireler 

Director, Division of Migrant Labor and Programs for Spanish 
Speaking People, Office of Economic Opportunity 

I want CO start by complimenting all of you who have taken 

the time CO set up this conference and to pardclpaCe in ic. 

You might be interested to know that at one time I thought of 

trying Co get Into the geosclences.  For one thing, my father 

and my uncles had worked in the mines here in Colorado, and I 

worked on an oil rig to make enough money to get me through 

school. 

But I did not think that I was really capable of entering 

such a profession.  Now, of course, I feel that I believed that 

more because of my conditioning by the system than anything 

else.  That conditioning Cold me that I would be more likely to 

make it as a truck driver than as a college student. 

Conditioning chat ic could noc be done was not all, either. 

My high school counselor said my tests showed that 1 would never 

make it through college—but that I sure as hell could drive my 

way through New York.  Those were his actual words.  And I think 

they speak eloquently to one of the problems that we, as minorities, 

and specifically that we, as Chicanos, would like this conference 

to consider:  Our educational institutions, especially at the 

elementary and secondary levels, have not geared themselves to 

assisting minorities in developing the background they need— 

both psychological and academic—to enter the sciences and to 

persevere for the time it takes to achieve and succeed. 
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And, of course, most people In the earth sciences have 

either a master's degree or a doctorate. Most of us Chicanes 

find this a rather remote goal, for while we would certainly 

like to stay In school for the number of years that it takes 

to get a Ph.D. or a master's degree, we are faced with a more 

immediate problem—that of survival. 

This leads me to two points.  First, in regard to our 

educational system, I think we are going to have to attack the 

whole question of involving minorities in all areas that require 

a number of years of training, whether the field Is medicine, law, 

or the earth sciences.  Second, we are going to have to work more 

closely with parents, more closely with minority organizations 

active in our neighborhoods, and more closely with professional 

societies. We need a unified approach and we need catalysts. 

Universities could serve as catalysts, and, perhaps more im- 

portant, so could industry. 

Why are there so few Chlcanos in law, medicine, or the geo- 

sclences? The schools are one answer.  But these fields have 

also been foreign to us.  We have not been able to identify with 

people in them and say to ourselves, "If he did it, so can I." 

I think this is one reason why so many of our young people are 

going into education and social work.  They have peers there. 

Compadres y hermanos (close acquaintances). 

What we really have to do is to develop a practice, or a 

mechanism, whereby some of you in industry and the universities 

can give of your time, your expertise and whatever you can afford. 
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to visit high-school clubs, to visit city groups, to talk to 

parents, and generally to spend some time in our communities. 

This is what can make the difference. 

Now, a lot of you might say this is all very idealistic 

but that you cannot spare the time. Well, ladles and gentlemen, 

we have got to make the time.  If engineers and geologists can 

work with—or get elected to—state legislatures, city councils, 

and boards of education, and thereby influence policies at all 

levels, they can hold formal workshops in minority high schools. 

They can work with counselors, they can talk to civic groups 

made up of minorities, and that may be the key to the change we 

need. 

Problems in helping minorities can be subtle.  I was 

flabbergasted recently when I heard that a school-laboratory 

manual for use in the United States by Spanish-speaking students 

had been translated into Spanish by a Colomblano.  Now it's 

great that a Colomblano did it, but the problem is that the 

Spanish used in our barrios is not the same Spanish spoken by a 

Colomblano.  And this could create problems in the way the manual 

was used.  We have to be conscious of this sort of thing, for it 

can make the difference between turning young men and women on to 

the sciences or turning them off. 

By the same token, those who provide assistance for minorities 

through summer Jobs must take a young man or woman's culture into 

consideration.  I just cannot overemphasize the subtle discrimination 

that exists in our educational institutions and elsewhere against 
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I 

Dlnorlcles. You almost have to be one to appreciate It. One 

simple rule: Don't set all kinds of cultural limitations. Don't 

make hia cut his hair or shave his mustache. Capitalize on a 

person's culture, don't deny it. 

One other thing that 1 would emphasize:  While we think 

about recruiting minorities, we should think not only of bringing 

in students from the emerging middle and upper classes, but also 

of bringing In Chicanos from the barrios. We should be willing 

to look for the fellow with latent potential, even though he may 

not be in the upper 10 percent of his class. 
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Bubba Jackson 

Colorado Urban League 

The first thing we have to address ourselves to is communications. 

You can have all the scholarships in the world for minorities, but 

if you cannot communicate the earth sciences to them you cannot 

attract them, and all your effort is for naught. 

One thing neglectec in yesterday's discussion was the matter 

of basic survival.  One individual talked about a program to teach 

elementary students something about earth sciences.  He said that 

from the first grade through the third the kids did all right, but 

after that the kids blew it.  Now it happens that beginning about 

the fourth to sixth grades in ':'ie  ghettos, barrios, and reserva- 

tions of this country, the students' basic concern becomes survival. 

You have tc learr to survr've to get to high school or to get your 

diploma. Many of us do not make it to high school because we are 

too busy dealing In survival.  This is a fact that you have to 

consider.  Ignore it, and you v'.l\  not have meaningful minority 

participation in the earth sciences. 

With this in mind, I wart to propose a seven-year working plan 

for government and industry.  The immediate goal of this conference 

should be the recruitment cf more blacks. Chicanes, and Indians 

into all phases of earth-science operations where special p.d'jcation 

or vocational training is not required.  I know that some of the 

jobs in this field do not recuire a college education, and these 

can serve as entry points to the earth sciences.  Where vocational 

(.120 o - 75 - 91 
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Cralnlng Is required, it can be administered by the Industry but 

supported by the government—although It might be a much more 

meaningful experience for the industry, or a particular company, 

to do It all. 

Vocational training is very, very Important. We have young 

men coming out of today's prisons who need this help. We have 

young men coming back from Vietnam who need vocational training. 

They need It in order to participate in the mainstream of American 

society. To deny It to them is to say that they do not have the 

right to become functioning components of society. And I do not 

think that anyone here can say that we do not have this right. 

Next, those persons who take part in a vocational-training 

program and who want to go on to become geoscientlsts should have 

the opportunity—right within the company—to upgrade themselves. 

There should be scholarships available to Individuals to the college 

of their choice, to major in some phase of earth science or engineer- 

ing.  The company should foot the bill because this is meaningful 

minority participation. 

Beyond this, the companies can begin to draw up a realistic 

recruitment program for minority students who are already in college. 

With the help of the government and the geological societies, in- 

dustry can begin recruiting sophomores. Juniors, and seniors. And 

you cannot stop here.  These students should be offered summer em- 

ployment and scholarships or partial grants.  When minority students 
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get on these white campuses they have trouble getting financial 

aid.  And this is one reason so many of us drop out before gradu- 

ation. 

Another thing industry could do would be to donate scientific 

equipment, or the money to buy equipment, for teaching earth science 

in minority high schools.  Usually minority schools cannot afford 

this kind of equipment because the neighborhoods they serve cannot 

pay the high taxes necessary to buy It. 

Now I agree that Industry by itself does not have the ability 

to go Into high schools and colleges and reach minority students. 

But there are organizations, like the Urban League, who do have the 

ability.  Industry has only to call on them. 

To do all this, you need effective communications.  This is 

what American society lives by.  You can use the mass media—films, 

radio announcements, whatever—developed by blacks, Chicanos, and 

Indians especially to interest these groups.  Industry, of course, 

should pay the bill, for they will gain new manpower. 

At the same time, though, industry cannot pay the whole bill. 

But it could foot 90 percent of it with the government paying the 

rest and providing additional Jobs. Moreover, if a black college 

does not have an effective geological program, the geological 

societies can help come up with the necessary program and the govern- 

ment can provide the Instructors. There is no excuse for a black 

college not having the kind of curriculum that you consider to be 

qualified.  If the program is not qualified. It is because you have 

not contributed to it. 



472 

-85- 

In the past, you have ignored a lot of things. You ignored 

crime in the ghettos and the barrios, and now you have a crime 

problem in your neighborhoods. You ignored drugs in the barrios 

and reservations and ghettos, and now your own kids are coming 

home as junkies.  You can no longer ignore the fruits of racism; 

Americans can no longer afford this luxury.  It is time to produce 

an effective plan of action.  And you have got to pay the bill 

because we cannot afford it. 
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Dennls Banks 

American Indian Movement 

In 1976, the United States government will celebrate Its 

200th birthday, and It Isn't even your country. A bicentennial 

commission has been established to prepare for this celebration, 

but it has no Indian members.  That tells a lot about how people, 

yourselves Included, think about this country. 

Now I find myself among a group of people who seem to be 

paralleling the efforts and actions that have led to massive 

thefts of land from Indian people.  Here we have a group of 

scientists, mostly non-Indians, preparing a future for American 

minorities.  My question is whether the next 200 years will be like 

the past 200 years for American Indians. 

You must know that there are people masquerading as Indians, 

pretending to speak for us.  They are one-sixteenth Cherokee, or 

they had a Cherokee grandmother, or some such thing.  And they are 

the ones who are selling us out.  Because of them we have asked 

for a resolution here that earth scientists refrain from activities 

that exploit Indians and violate our treaty rights.  While this 

may not mean much to non-Indians, it means a hell of a lot to us. 

We ask those of you here today, gathered in the name of science, 

to take a stand against the corporate, political, government,and 

personal Interests that would further rob Indian people of Indian 

water, Indian land, and Indian rights. 
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It Is hard for us to get at the Honeywell Corporation.  It 

Is hard to stop Kennecott, and It Is hard to stop the Peabody 

Coal Company from taking our mineral wealth.  But if you are as 

concerned about Indian people as you have been about making 

money, we will be happy to sit down with you and break bread at 

the table again. 

You have talked about inadequate counseling and about America's 

Inadequate educational system.  But you must admit things are even 

worse for Indians, for everything In the curriculum is anti-Indian. 

Yet, if you make the necessary changes, we will buy our own buses 

and come to your schools. You will have no problems in recruit- 

ing Indians for these schools that provide technical education. 

The Indian is tired of living an average of only AO years. 

He wants to enjoy the same kinds of benefits that people all across 

this world enjoy.  But there will no longer be cigar-shop Indians; 

we have earned our place In society, and we are sick and tired of 

the non-Indian society that controls us. 
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Randolph W. Bromery 

I don't want to get personal again, but we aXways know 

best what we know personally. So for those of you who wonder 

whether one or two or three people can really make fundamental 

changes, 1 would like to relate an experience of mine that suggests 

that you really can make changes. 

When I joined the geology department of the University of 

Massachusetts In 1967, I was the school's sixth black faculty 

member. At that time we also had 36 black-American students on 

the campus, one black woman In the kitchen, and no black people 

among oon-academlc professionals at the University. 

One day, over a hamburger, the other black-faculty members 

and I talked about how we could change this situation—about how 

we could Increase the number of minority students, and how we 

could change the campus environment to be more hospitable to the 

incoming black student, a point I emphasized In my earlier speech. 

More than simply bringing In minority students, we wanted more 

black faculty, more black persons in the kitchens, more blacks in 

middle-management positions. 

Now, we could have asked the institution to do this for us, 

but we decided to do it ourselves. This proved not an easy task, 

because we needed some kind of a base from which to operate. And 

since the population of Massachusetts is only four-percent black, 

we did not constitute much of a political or economic threat. As 

a result, we had little success at first In persuading people to 

address themselves to "our" problem. 



476 

-89- 

So we incorporated ourselves as a non-profit, tax-exempt 

organization.  We went to a foundation and said, "We are a 

corporation, and we want some money to bring minority students 

Into the University of Massachusetts." To make a long story 

short, the foundation gave us nearly a million dollars spread 

over a four-year period. 

The next step was to design a program to accomplish our 

goals. Our goal was not to integrate the freshman class, it 

was to graduate educated black students with skills. The first 

thing we learned was that the university entrance requirements— 

in particular the Scholastic Aptitude Tests—were confined to a 

narrow window between 570 and 610 for math and verbal scores. 

We knew that the school received 28,000 applications for 3,500 

openings for freshmen each year and further, we also found that 

the average SAT scores for blacks, Puerto Ricans, and American 

Indians was around 430.  Therefore, the going was bound to be 

rough. 

We designed a program for minority students that was in keep- 

ing with Bubba Jackson's suggestion earlier.  It was a "survival" 

program, aimed In part at helping students withstand the cultural 

shock of coming into a large predominantly white university. As 

It was, we were losing 35 percent of our white freshmen simply 

because they were unable to make the transition from a home en- 

vironment to one with nearly 10,000 students in residence halls 

and 10,000 commuter students. 
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One problem that we faced was a regulation at the university 

that If a student did not have a certain grade-point average at 

the end of his first semester in residence, he would lose his 

four-year scholarship.  We successfully petitioned the school's 

Admissions and Records Committee to change this rule—for all 

students, not just minorities—to one in which a student's cumu- 

lative average at the end of the first full year of residence 

would be the determinant.  As a result, the dropout rate among 

white freshmen went from 37 percent to 22 percent, which demon- 

strated that programs for minority students can also have signifi- 

cant spin-off benefits for the entire student population. 

What were the results of our program? We are still incor- 

porated and active, and through our corporation the university 

has obtained an extra 3.4 million dollars, from private, state, 

and federal sources, which makes our existence of at least some 

economic importance to the university.  In four years, the number 

of minority students has gone from 36 to nearly 1000.  We have 

nearly 50 black and other minority faculty and non-academic 

professionals. We don't have any more black persons in the 

kitchens, but we have a few In other areas of the physical plant. 

We had no black secretaries and now we have over 30. 

Last June we graduated 50 black students—more black students 

In this one class than in a total of all of the graduating classes 

in the university's 103-year history. We have expanded the program 
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to the point where 650 minority students will enter this fall, 

of whom 125 are Spanish-speaking students. All of our admissions 

inforoaclon and a number of our counselors and regular university 

courses are bilingual. 

Thus, we are convinced that we have demonstrated that a few 

people who work together and seriously want to make changes, 

can succeed. 
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i   ACTION-PLAMNING SESSIONS: 

'   CONCLUSIONS AND RECOMMENDATIONS 

j   A. Motivation and Education of Minorities 

'   B. Employment Opportunities for Minorities 

I   C. Minority Programs for Professional Societies 

D. Professional Responsibilities and Standards 

E. Implementation of Minority Participation Programs 

Friday, June 9 

(On Thursday afternoon, conference participants formed five separate 
and concurrent seminars in which they worked to synthesize the 
previous two days' discussions. During these sessions, conferees 
attempted to crystallize in brief statements what they felt were 
the major findings of the conference and the future courses of action 
most appropriate to pursue.  The following reports of the action- 
planning sessions are based on oral summaries presented to the 
conference on Friday morning, on stenographer's notes, and on the 
written reports of seminar leaders.     Ed.) 
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A.  Motivation and Education of Minorities 

Conclusiogs: 

This seminar singled out two separate, distinct, yet 

equally urgent goals.  The first goal, regarded as a short-range 

objective, was the identification and motivation of those adults 

who are already past high school age, and who would be capable 

of achieving professional status in geosclence or engineering 

fields if given on-the-Job training or additional education. 

In this category, two pools of talent could be tapped: 

men and women now employed by government and industry who may 

already be performing some professional tasks in their daily work, 

and returning veterans.  As for the latter group, Stanley E. 

Edelsteln, the Deputy Director of Education and Rehabilitation 

Service for the Veterans' Administration, told this seminar that 

the VA is Interested In directing veterans toward earth science 

and engineering careers.  He noted that 5 million veterans currently 

are eligible for education assistance from the VA, although only 

1.3 million are presently taking advantage of these benefits. 

The second major goal—a long-term objective—should be to 

stimulate an Interest in the earth-science and engineering fields 

among young people from the early elementary grades through the 

college years. 
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Recommendatlons: 

1. Lowering language barriers 

Long before they begin attending school, children whose 

primary language Is Spanish, or who live in the inner city, 

often learn to communicate in what is best described as "non- 

standard" English.  Teachers should recognize that these versions 

of English are important elements of the children's culture and 

hence of their self images.  Efforts to teach standard English 

should carefully avoid conveying negative or derogatory attitudes 

toward non-standard English; teachers, In fact, should learn the 

language their children bring to school.  Perhaps most Important, 

tests of intelligence or academic performance must use forms of 

expressions familiar to a child until he or she becomes adept In 

standard English. 

2. Counselors 

Numerous participants in the conference indicated that guidance 

counselors In junior-high schools and high schools have systemat- 

ically directed minority students away from careers in mathematics, 

engineering, and the sciences.  It Is hoped that this practice is 

on Its way to becoming a thing of the past.  Counselors should 

actively encourage qualified minority students to prepare for careers 

In these fields. 

3. Elementary earth science 

It is recommended that earth science be incorporated In 

elementary school curricula. Minority college students preparing 
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for elementary school teaching should be encouraged to Include 

science in general—and earth science in particular—among their 

courses, so that they may help convey to their students a curiosity 

toward the natural sciences, 

4. Tutorial scholarships 

A tutorial scholarship program of minority college students 

could fulfill several needs:  Financial support for the college 

student; tutorial assistance by the student for younger minority 

people faltering in school; a need felt by many minority students 

to work in their communities. 

5. Summer work-education programs 

Programs should be developed and financed to place minority 

high-school students in a college environment during the summer, 

where they could receive intensive tutoring in science and math. 

Two ingredients are essential to the success of such a program: 

cooperation of the students' families and payment of a small sti- 

pend to make up for salaries the students might have earned in 

summer jobs. The physics department of the University of Colorado 

at Boulder has recently experimented with such a program, in 

cooperation with Denver high schools. 

6. Professional activities 

Professional geosclentlsts and engineers should be encouraged 

to take "company time," as well as their own, to work with minority 

students in educational and motivational programs. One approach may 

be to hire marginally motivated or prepared high school students 

as part-time assistants to professionals.  In so doing, however, 

the professional should place first priority on awakening the interest 

of the student, rather than on simply pursuing his own work. 
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In addition, professional societies and industry should 

assist in developing traveling exhibits on earth science for 

high schools.  They should also plan to cooperate with such 

organizations as the National Black Science Students' Organi- 

zation.  (Charles A. Baskervllle, Dean of General Studies at 

the City College of the City University of New York can provide 

information about this group.) 

7. Community colleges 

Community colleges should be urged to facilitate admission 

of minority students by means of open admissions, free tuition, 

and free textbooks.  Four-year Institutions should be urged to 

offer scholarships and other forms of aid to the best minority 

graduates of 2-year schools. 
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B.  Employment Opportunities for Minorities 

Conclusions: 

Some corporate representatives felt that optimism about 

future job markets should be tempered with caution. In view of 

employment projections discussed earlier by J. R. Jackson. 

Nevertheless, participants In this seminar generally agreed that 

employment opportunities for minorities would be more than ade- 

quate for many years to come. 

Several minority students from Denver high schools took part 

in this session. They emphasized that they were less interested 

in a long-range commitment to attracting and helping minority 

students than they were In overcoming the iihmedlate, practical 

difficulties of learning precisely what the earth sciences are, 

what Job opportunities these fields offer, and how one goes 

about preparing for and finding jobs. 

Representatives of government and Industry, for their part, 

said they were actively seeking minority college graduates for 

earth-science jobs. Thus, one principal problem appears to be 

that of communication between potential employers and pre-college 

students. 

Recommendations: 

1. Linking students to Jobs 

An effective network of communications is urgently needed 

between government and Industrial employers, on the one hand, and 

college and pre-college students on the other.  Job opportunities in 
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the earth sciences and mineral engineering, and the means o£ 

securing those Jobs, must be clearly and widely communicated 

to high-school students. 

2. Financial aid 

Once motivated toward geosclence and engineering careers, 

minority students should be able to rely upon substantial sources 

of financial support as they progress toward undergraduate and 

graduate degrees.  Information about such assistance should be 

readily available to high-school students before their senior 

year, so as to facilitate planning for admission to college. 

3. Summer lobs 

Larger and more meaningful summer-job programs in govern- 

ment and industry should be opened to minority students.  These 

programs would serve to introduce students to the attractions 

and the methods of the earth scientist and engineer.  Students 

thus employed may serve as new "ambassadors" of the profession 

to their schools. 

49-120 O • 73 - 32 
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C.  Minority Programs for Professional Societies 

Conclusions: 

Conference speakers have repeatedly emphasized that a major 

impediment to success In recruiting minority students for the 

earth sciences was a lack of "communications." Thus, while many 

students need financial assistance, scholarships go begging; 

thus, industrial interviewers visit campuses in search of students 

to fill summer and permanent Jobs, but some qualified students 

learn of these visits only after the recruiters have left; and 

students who could benefit from summer field and laboratory Jobs 

find themselves in menial and meaningless summer Jobs simply for 

want of reliable and comprehensive Information about the opportuni- 

ties available in their future profession. 

The 20 participants in this action-planning seminar, represent- 

ing a variety of scientific and engineering organizations, agreed 

that the professional geoscience and engineering societies could 

do much to Improve communications with students through new and 

existing educational activities. 

The national offices of these 20 or more societies, working 

through their numerous local chapters or divisions, could potentially 

reach into nearly every community In the nation to provide students 

with information about earth-science careers. Through their local 

units, the professional societies are uniquely and superbly equipped 

to stimulate the interest of Junior-high school, high-school, and 

college students by such means as sponsoring lectures, field trips, 
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and exhibits Chat convey the excitement, the challenge, and the 

importance of our varied profession. Two programs worthy of 

special note in this regard are the Environmental Studies Project 

and the Earth Sciences Teacher Preparation Project, both sponsored 

by the American Geological Institute and the National Science 

Foundation, 

At the same time, however, sporadic and isolated local efforts 

cannot solve our problems of minority participation. A central- 

national organization is needed to coordinate these efforts, so 

that active groups may learn from each other's experience. More- 

over, the expense of a national program of significant scope— 

Involving such forms of assistance as scholarships and aid to 

the geoscience departments of small colleges serving predominantly 

minority populations—demands a national organization with a full- 

tiue staff. The logical place for such an organization is within 

the American Geological Institute. 

By the same token, the American Association for the Advance- 

ment of Science would be the proper organization to serve as an 

"information exchange" to link minority programs of the geoscience 

societies to the scientific community at large. 

Recommendations: 

1. Contributions to the AGI 

This panel recommends that contributions be solicited from 

all member societies of the AGI, from all Industrial and educational 
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contributors to ACI, from minority organizations and all other 

employers of geoscientlsts and engineers to support the AGI's 

proposed minority program for an Initial period of two years. 

2. Educating members of societies 

Scientific societies should inform their members and 

affiliated organizations of the significance, the findings, and 

the goals of this conference through meetings, publications, student 

chapters, and education committees.  Members should be encouraged 

to work in their minority communities to ensure the success of this 

program. 

3. Elementary education 

We recommend that conference participants seek broader support 

for such programs as the Environmental Studies Project and the 

Earth Sciences Teacher Preparation Project. These programs provide 

elementary school students with a valuable, early Introduction to 

science and these programs are particularly useful in minority 

communities. 
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D.  Professional Responsibilities and Standards 

Conclusions: 

Discussants agreed that, in the long term, a double standard 

of professional acceptance for the purpose of easing the entry of 

Dinorities into the earth sciences would be highly disadvantageous, 

both to the profession and to minorities. The profession must take 

pains not to generate a "second class" of ill-trained geoscientists 

and engineers. 

At the same time, employers and institutions of higher education 

must seek innovative, non-traditional waysof furnishing minorities 

with the education and training they need.  For those already em- 

ployed, continuing education programs and financial support for 

persons enrolled In them, must be provided. For students, special 

stipends, variable-length programs of study, remedial-course work, 

tutoring, and work-study programs deserve emphasis.  Colleges and 

universities should also consider increasing the number of "non- 

qtialifying" minority high-school graduates they admit each year. 

It was also felt that employers should strive for flexibility 

in their standards when considering promotions, in order to allow 

semi-professional employees (such as technicians) to advance on 

the basis of demonstrated potential—and not solely on the basis 

of degrees held. 

Recommendations: 

1. Advancement to leadership jobs 

The geoscience profession should not only seek to open new 

job opportunities to minorities, but should also help minorities 
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to reach responsible leadership positions In government and 

Industry, where crucial decisions affecting minority employment 

are made.  In addition, employers should be prepared to deal 

with the difficulties that minority employees may experience In 

adapting to a new and potentially hostile working environment. 

2. Examination of standards 

Employers, as well as colleges and universities, should de- 

fine the standards they use as criteria for hiring or admitting 

men and women, and eliminate or modify those standards which are 

likely to disqualify minority group members disproportionately. 

3. Professional responsibilities 

At the suggestion of Dennis Banks of the American Indian 

Movement, the group resolved that earth scientists should consider 

adopting a code of professional ethics to ensure that their talents 

shall be used in such a way as to safeguard human life and to con- 

serve natural resources; and, further, to ensure that geosclentlsts 

not use their skills in a manner which may tend to violate the 

treaty rights of American Indians or the civil rights of any other 

minority group. 
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E.   Implementation of Minority Participation Programs 

Conclusions; 

Given a reasonable rate of entry Into the earth-science 

profession, we expect that job opportunities for minorities 

will be plentiful for the foreseeable future. Making minority 

high school students aware of these opportunities, however, 

would seem to be a major problem, and one that derives in 

large part from Inadequate career counseling.  It Is possible 

that corporations could help overcome this deficiency by main- 

taining closer contacts with teachers and counselors In their 

respective communities. 

Recommendations: 

1. Industry ties to counselors 

Teachers and counselors in high schools should be provided 

with the names of several geosclentlsts and engineers in their 

geographic area who would be available to talk to individual 

students, provide them with information on geosclence careers, 

and possibly contribute to high school science classes. 
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Carla Sydney Stone, student In mining geophysics, Henry Krumb 
School of Mines. Columbia University 

The U. S. Government, and the minerals, mining and petroleum 

industries have discriminated against women by not hiring, promoting, 

or providing Job opportunities commensurate with education and 

responsibility. 

The highest priority must be given to establishing a registry 

to identify those women trained in the geosciences.  This registry 

would serve as a clearinghouse to ensure that employers conduct 

a national search for qualified women. 

We want all Job categories open to all applicants, regardless 

of traditions and superstitions.  Discriminatory state and Federal 

mineral employment laws must be struck from the books. Women must 

be encouraged to pursue careers in the geosciences.  Scholarships 

must be awarded to young women wishing to participate in the in- 

dustry.  Once a woman has made the decision to enter the industry, 

she must be given the opportunity of on-the-Job training in the 

mills, underground, and in the field. 

Industry and government must provide insurance policies. In- 

cluding maternity benefits.  Women must be free to take maternity 

leaves with no loss of seniority. Day-care centers should be pro- 

vided for the children of these working geoscientists. 

We want an education program to emphasize that women belong 

in the earth sciences, that they are now successful and that they 

can combine marriage, family, and a successful career. 
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Mlguel Rlos. physicist. California State Polytechnic University, 
Pomona 

The Chicano caucus met at this conference for the purpose 

of formulating specific objectives to be adopted as a part of 

a comprehensive plan to Increase the number of Chlcanos In the 

geosclences. Although formulation of such goals was to be a 

primary responsibility of the conference, and although partici- 

pating companies, agencies, and institutions have demonstrated 

concern about this problem, many of the Chlcanos here doubt that 

these participants are truly committed. Ue feel, for example, 

that If the Department of the Interior had a real Interest In 

solving the problems we face, the Secretary of the Interior, 

Rogers 0. B. Morton, would be present here, today. If the Federal 

Government were trtily determined to help solve our problems, the 

Federal agencies responsible for the progress of science in this 

country would be represented here by their directors or by people 

in their top echelons. The Director of the National Science 

Foundation, for example, is not present here today. Kor has the 

NSF shown any real Interest in funding undergraduate programs in 

the sciences for minorities. ' 

We know that of the approximately 30,000 geosclentlsts in 

this country, less than one percent Is Chicano, The situation is 

just as bad in the other physical sciences. There are approximately 

20,000 Ph.D. physicists in this country.  Only about 10 of these 

are Chlcanos, whereas 5 to 7 percent of the total population in 

this country is Chicano. The situation is essentially the same 

In chemistry and mathematics. 
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Slmllarly, we know that more than SO percent of earth scientists 

are employed by private Industry, primarily in the petroleum and 

mining Industries.  Yet, there are no executives present here today 

from the top echelons of management In these Industries.  We fear 

that most of Che participants from private enterprise will simply 

write a report when they return to their respective companies. 

With respect to Institutions of higher education, we feel that 

they have yet to open their doors to the Spanish-speaking community. 

In particular, the Colorado School of Mines has obviously ostracized 

the Chicano from the educational process on that campus.  Of the 

2000 students on that campus, there are only seven who are Spanish 

sumamed.  Of these seven, most are probably Latin Americans.  The 

Colorado School of Mines employs no Chicano faculty members. 

The Spanish-speaking community has received many promises in 

the past and very few have been kept. Because of these broken 

promises and because of our determination to obtain adequate repre- 

sentation in all areas of Intellectual endeavor, the Chicano caucus 

met and formulated requests which we expect industry, government, 

and the Colorado School of Mines to meet. 

Department of the Interior: The Department has one of the 

worst records for providing opportunity for the Spanlsh-surnamed 

community.  The following requests should, therefore, be Implemented; 

The Secretary of the Interior should establish a yearly budget 

of $500,000 to open opportunities for the Spanlsh-surnamed. 

A Spanlsh-surnamed person should be hired and given the authority 

to staff and Implement the following resolutions:  Sixteen hundred 
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addltlonal Spanlsh-surnamed people should be hired by 1975 to 

make our representation In the Department of the Interior commen- 

surate with our population; goals and timetables for each agency 

within the Department should be established; the Spanlsh-surnamed 

should be hired at all levels within the Department, Including 

GS-18; funds should be channeled to the Southwest to prepare 

Spanlsh-surnamed youngsters for participation in all aspects of 

the Department's activities; work-study, cooperative education, 

and educational programs for the Spanlsh-surnamed should be initi- 

ated, and Intensified where they exist. 

The Department should establish training programs to upgrade 

the skills of the Spanlsh-surnamed presently employed by, or who 

will subsequently join, the Department; the Department should initi- 

ate action to employ the top 10 percent of the Chlcano enrollment In 

every school; each agency should set up a task force chaired by 

agency heads to develop specific action plans for the Spanlsh-surnamed. 

Quarterly reports on progress should be submitted by the Department 

of the Interior to such Spanish-speaking organizations as IMAGE 

(Incorporated Mexican American Government Employees), LULAC (League 

of United Latin American Citizens), and G. I. Forum. 

Petroleum and Mining Industries; These industries must make 

written commitments to initiate affirmative action for hiring the 

Spanlsh-surnamed; definite goals and timetables should be devised 

within the next 90 days and submitted to the conference sponsors 

and Che Colorado School of Mines' Board of Trustees to be used as 

guidelines for formulating plans and programs to involve the minority 

communities. 
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Industry should Initiate scholarship programs specifically 

for Chicanes majoring in the earth sciences.  Information on the 

scholarships should be disseminated to schools enrolling large 

numbers of Chlcanos and to all Chlcano organizations.  Industry 

should Initiate summer programs not only to expose high-school 

students to the geosclences, but college students as well. 

Industry should Initiate cooperative-education programs with 

colleges and training programs for Chlcanos already in industry 

to advance the Spanish-speaking to higher positions. 

The Colorado School of Mines: The School should Initiate a 

program to bring Chlcanos into the field of earth sciences. This 

program should actively recruit both students and faculty. The 

program should be supplemented by tutoring, counseling, financial 

aid, adequate housing, and by other student services that will 

facilitate success for the Chlcano student. 

The Chlcano caucus expects the Colorado School of Mines to 

devise a master plan outlining the specific activities, schedules, 

and financial resources that It will commit to the implementation 

of this plan, beginning In the fall of 1972. Also, courses should 

be Instituted in the curriculum to deal with the contributions of 

minority people to the earth sciences, to the laws concerning the 

earth sciences, irrigation, and so on. 

The Chlcano caucus expects that the Colorado School of Mines 

will develop a sunmer program, in cooperation with the local school 
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distrlcts, to Identify Chlcanos with potential for the earth 

sciences. The Chlcano caucus feels that the minorities should 

be represented In the planning of these programs. 

In conclusion, the Chlcano community requires supportive 

service and financial assistance to move ahead In its attempts 

to reach population parity in the sciences. 

It behooves the Federal agencies, the educational institutions, 

and industry to realize that we, indeed, have been overlooked. We 

sincerely hope that you will respond and will provide the assistance 

we need, so that we may take our rightful place In this society. 
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Harold L. Fotherglll. Personnel Coordinator, the Union Oil Company 

I was elected to present a statement here on the last day 

about what we representatives from industry are thinking.  At the 

outset, 1 should note that we have not had too much Input to this 

particular conference, although we would like to have done more. 

One thing you can be sure of:  we were here today, yesterday, 

and the day before because we are Interested in these problems.  We 

have been working on them and we are anxious to do more.  We are 

very Interested In all the suggestions and recommendations that may 

come out of this conference, and we plan to act on them to the best 

of our ability. 

1 hope you know that industry Is committed to seeking out all 

quallfiable, talented, minority students In geosclence programs for 

both permanent jobs and summer jobs.  We believe that we (industry) 

have succeeded in hiring every minority graduate in earth science 

this past year.  In addition, this suimner we think that we (Industry) 

have probably hired all Juniors or above among minority earth-science 

majors.  There is no coordination among companies to ensure that 

this has been accomplished, but this Is the feeling that we have. 

Apparently, one of the big problems that we have is one of 

communication.  This has been most obvious to me during these three 

days.  We are all keenly aware of these problems but there has been 

no obvious attempt to coordinate what has been done by Industry, by 

the schools, or by the minority groups. 



500 

-111- 

To give you Just a small example of some of the constructive 

programs that our particular companies represented here have been 

doing, I would like to read a list here that we put together for 

you.  We have many scholarships for minority students in earth 

science.  I would venture to say that there is at least one 

scholarship for every declared earth-science major who is a minority 

student in the United States. 

This, I think, is a sizable accomplishment. We also can arrange 

for tuition refunds.  All of these now apply to minority students. 

In many of the companies, if an employee makes a contribution 

to a minority cause, the corporation makes an identical grant.  We 

make grants to the earth-science departments and to many schools 

around the country. 

We have grants for major construction programs on the campuses, 

scientific-equipment grants, and cooperative work-study programs. 

We have summer jobs by the hundred. We have teacher workshops. We 

have job fairs, where our people attempt to show the public what 

earth-science people do. We have occupational-awareness programs 

for Junior high schools. 

Again, let me reiterate that we are all here because we want 

to be, that we are eager to continue, to improve, and to add to 

the programs that we already have. We feel that at present what 

we have been doing has been somewhat fractionated, definitely un- 

cordlnated, and, in the main, unadvertlsed. Mow, perhaps, with 

the recommendation that the American Geological Institute establish 

a two-year coordinating committee, we will be able to coordinate all 

of these actions and all of us will be able to see the size of it. 

And, we all hope that we will be able to do more in the future. 
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Mlnorltles In the Geosclences: The Role of the American Geological 
Institute 

The American Geological Institute has been concerned about 

the number of minority group people in the geosclences since 1967, 

when its Earth Science Curriculum Project recognized the need to 

reach the dlsadvantaged youth in the inner-city area.  Based on 

this concern, the Institute has sponsored Environmental Studies 

for Urban Youth, a project funded by the National Science Foundation. 

In the fall of 1970, a group of geosclentlsts in the San Francisco 

Bay Area circulated petitions calling upon the Geological Society of 

America and the Society of Exploration Geophysiclsts to initiate 

vigorous programs to increase minority participation in the geosclences. 

These petitions, supported by colleagues across the country, were 

endorsed by those societies' Councils in November 1970, and committees 

were assigned to Investigate the problems and formulate a program 

to cope with it.  Supporting positions have since been adopted by 

the Selsmologlcal Society of America, National Association of Geology 

Teachers, Geochemical Society, Association of Engineering Geologists, 

Society of Economic Geologists, and Society of Economic Paleontolo- 

gists and Mineralogists. 

In September 1971, the Acting Director of the U. S. Geological 

Survey wrote to Survey employees calling on each of them to Join in 

an energetic program to improve the Survey's record in professional 

employment for minorities. This program is now being vigorously 

prosecuted in all Survey offices. 
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In the spring of 1971, the AGI Education Comnlttee discussed 

ways of increasing the number of minority geoscientists.  Its 

meaibers believe Chat students in predominantly minority group 

colleges are simply never exposed to the earth sciences. The 

conmittee proposed a program In which interested professors from 

related fields might undertake studies In earth science and in- 

troduce at least one course in the field upon return to their 

home campus.  Institutions that have expressed interest In con- 

tributing to this program include the state universities of 

Oklahoma, Texas, Massachusetts, and Minnesota, St. Lawrence 

University, and Amherst College and Virginia State College. 

The Program 

The Geological Society of America and the American Geological 

Institute have agreed to establish a Minority Program Advisory 

Committee, under the aegis of AGI, to promote and coordinate a 

profession-wide effort to encourage increased participation in 

the geosciences by members of minority groups. This Committee 

is initially composed of one representative from each AGI member 

society that provides support to this effort. An Office of 

Minority Participation in the Geological Sciences, headed by a 

coordinator, has been established at AGI. This office is re- 

sponsible, under the guidance of the Advisory Committee, for 

development and administration of program, fund solicitation for 

program support, and coordination with similar programs of other 
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organlzatlons. The office will prepare proposals for support of 

specific programs and will accept and disburse funds received 

from AGI member societies, and federal, state, and private 

sources. Depending upon the amount of financial support. It may 

do such things as these: 

a. Assist In career guidance for minority conmunlty and 

college groups. 

b. Identify job opportunities In earth science for 

minority youth. 

c. Consult with schools that have a large minority population 

and are planning earth-science programs. 

d. Enlarge the expertise In earth sciences of faculty members 

in predominantly black colleges. 

e. Provide scholarships for needy students In predominantly 

black colleges and colleges with large enrollments of 

Spanlsh-sumamed or American Indian youths (or both). 

f. Provide financial aid to colleges with large minority 

populations so that minority students at these schools 

can study earth science at a 'paired' white college. 

g. Offer undergraduate and graduate scholarships for minority 

members in predominantly white universities. 

h.  Support the pre-college participation of minority youth 

at summer geology field camps. 
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1.  Seek endownent for chairs of geology and geophysics at 

minority colleges. 

J. Provide career counseling in the geosclences for minority 

veterans. 

The Goal 

It would not be realistic, or even desirable, to attempt to 

achieve parity of racial makeup in our profession by a crash- 

recruitment program. A more realistic approach is to consider 

how many minority persons would have to enter the profession each 

year to maintain a parity pool of minority group geosclentists If 

that pool already existed.  For example, assuming an average pro- 

fessional career-span of 30 years and a pool of 3,300 black geo- 

sclentists, at least 110 blacks would have to enter the profession 

every year. That means parity of the profession with the total 

population will not be achieved until 30 or 40 years after that 

rate of flow is achieved, or sometime well into the 21st century. 

Recent Progress 

In the weeks since the conference, the proposed AGl minority 

program has received encouraging support from several sources. As 

seed money to implement the program, the Charles E. Merrill Trust 

has made available $25,000 which is being used to support organiza- 

tional activities and studies now underway at the Institute.  In 

addition, the Minority Participation Program has received contri- 

butions totaling $1,500 from the Society of Economic Geologists and 

the Society of Economic Paleontologists and Mineralogists. Further 

contributions are now being made by members of the Geological Society 

of America and the National Association of Geology Teachers. Other 
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sources of funds to supplement the Merrill grant and society con- 

tributions are being sought; in this respect, discussions with 

the National Science Foundation, the National Institute of 

Education, and the Ford, Rockefeller, and Danforth Foundations 

have all been encouraging. 

Dr. Mack Glpson, Jr., Professor of Geology at Virginia State 

College, Petersburg, has been employed by AGI on a part-time basis 

as Program Director.  Dr. Gipson has agreed to serve in this capacity 

until a full-time director can be identified. 

Meanwhile, the Institute's Education Office is exploring ways 

in which the program might best serve minorities. The Alabama 

Center for Higher Education (a consortium of eight predominantly 

black institutions of higher education) has expressed great interest 

in participating in some phase of the minority program.  And the 

U. S. Geological Survey has been actively supporting the rejuvena- 

tion and reorganization of the geology degree program at Howard 

University.  The Survey has given Dr. Thomas Gibson and Fred Wilson 

time to serve on the Howard faculty.  The AGI Education Office has 

been working closely with students and staff at Howard, and the 

program appears to be off to a good start. 

On October 19, the AGI sponsored a panel on "Geology as a 

Career for Blacks" at the annual convention of the National Black 

Science Students Organization in New York City.  The panel consisted of 

Dr. Gipson, Charles A. Baskerville, Dean of General Studies at 

City College of New York; Fred Wilson of the U.S.G.S., now teaching 
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mlneralogy at Howard; and Michael Lacy, a senior geology student 

at Virginia State.  The panel—the first of its kind for an 

NBSSO convention—was well attended and seemed to elicit great 

Interest from the students in the Institute's minority program. 

Finally, Mrs. Bonnie Henderson, the AGI manpower specialist, 

has compiled new student enrollment figures that clearly indicate 

a great and continuing Imbalance in the proportion of minority 

students in geoscience programs. 



508 

-118- 

AMERICAN GEOLOGICAL INSTITUTE 

2201 M Street NW  Washington, D.C. 20037 202-296-7950 

DISTRIBUTION OF MINORITY STUDENTS IN GEOSCIENCE, 1972 

Spanish- 
Black    Surnamed   Oriental   American 

Americans  Americans  Americans  Indians   Total 

Undergraduate 9 102 159 103 
T 
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1        1 
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AMERICAN GEOLOGICAL INSTITUTE 

2201 M Screet NW  Washington, D.C. 20037  202-296-7950 

STUDENT ENROLLMENT BY SEX, 1971-72 

UNDERGRADUATE MAJORS 

Women      Men Total 

2,711    15,590 18,307 

15.1%     8A.9X 100.05: 

GRADUATE STUDENTS 

Women    Men    Total 

673   5,639    6,312 

10.7Z   89.3%   100.0% 

MINORITY REPRESENTATION IN GEOSCIENCE ENROLLMENT, 1972 

Type of Department      Total Enrolled 
Minority Students 
Number   Percent 

Majors, all levels in      27,225 
degree-granting depts. 

544      2.0 

In 4-year schools, 
nonmajor depts. 8,956 429     4.8 

In 2-year colleges 28,588 2,083     7.3 



510 

-120- 

PARTICIPANTS 

National Conference on Minority Participation 
in Earth Science and Mineral Engineering 

Alex Acosta 
U. S. Geological Survey Computer Center 
Flagstaff, Arizona 86001 

Herbert E. Alkens 
National Urban League, Inc. 
425 - 13th Street, NW 
Washington, D. C. 20004 

Andrew G. Alpha 
Mobil Oil Corporation 
P. 0. Box 5444 
Denver, Colorado 80217 

Barbara Anderson 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

Cheryl Anderson 
17491 W. 16th Avenue, Apt. 301 
Golden, Colorado 80401 

Toby E. Archuleta 
New Mexico Highlands University 
Las Vegas, New Mexico 87701 

David Armestead 
Commission on Community Relations 
431 W. Colfax 
Zook Building, Suite 500 
Denver, Colorado 80204 

J. W. Axton 
Phillips Petroleum Company 
104 Frank Phillips Building 
Bartlesvllle, Oklahoma 74004 

Robert Azlos 
Texas Mining and Smelting Division 
of N. L. Industries, Inc. 
P. 0. Box 559 
Laredo, Texas 78040 

Lincoln Baca 
CoBDlsslon on Community Relations 
431 W. Colfax 
Zook Building, Suite 500 
Denver, Colorado 80204 

Dennis J. Banks 
American Indian Movement 
1337 E. Franklin 
Minneapolis, Minnesota 55404 

Joseph E. Bargas 
U. S. Bureau of Mines 
Washington, D. C. 20240 

Teodoro V. Barros 
Latin American Research and Service Agency 
1375 Delaware Street 
Denver, Colorado 80204 

Charles A. Baskervllle, Dean 
School of General Studies 
The City College of the City University 
of New York 
New York, N. Y. 10031 

Kenneth W. Beaver 
Society of Petroleum Engineers of AIME 
AMOCO Production Company 
Security Life Building 
Denver, Colorado 80202 

Donna Behrendt 
Bounty Lane 
Falnouth, Mass. 02540 

Ualdenere Bejnar 
New Mexico Highlands University 
Las Vegas, New Mexico 87701 

Ann Bender 
GSA Federal Supply Service 
Building 41 
Denver Federal Center 
Denver, Colorado 80225 



511 

PARTICIPANTS - 121 

Joseph v.   Berg, Jr. 
National Academy of Sciences 
2101 Constitution Avenue, NW 
Washington, D. C. 20418 

E. Fred Birdsall 
Continental Oil Company 
Box 2197 
Houston, Texas 77001 

Harold Bloom 
SHE Education Committee 
Colorado School of Mines 
Golden, Colorado 80401 

Anthony Bogguss 
Climax Molybdenum Company 
Mines Park 
Golden, Colorado 80401 

St. Clair Booker 
Operation PUSH 
P. 0. Box 5432 
Chicago, 111. 60680 

Sarah Booker 
U. S. Geological Survey 
Building 56 
Denver Federal Center 
Denver, Colorado 80225 

Joseph Botbol 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

John A. Broadwell 
Cities Service Oil Company 
Box 300 
Tulsa, Oklahoma 74102 

Arnold Brokaw 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver 

R. W. Bromery, Chancellor 
University of Massachusetts 
Amherst, Massachusetts 01002 

Earl Brooks, Jr. 
Dept. of Geological Sciences 
University of Washington 
Seattle, Washington 98105 

Gerald Brophy 
Department of Geology 
Amherst College 
Amherst, Massachusetts 01002 

E. W. Brovm 
The Hanna Mining Company 
100 Erieview Plaza 
Cleveland, Ohio 44114 

Senator George Brown 
Metro Denver Urban Coalition 
1711 Pennsylvania Street 
Denver, Colorado 80203 

Harry W. Brown 
Pennzoil Company 
900 Southwest Tower 
Houston, Texas 77002 

Nad R. Brown 
Climax Molybdenum Company 
Mines Park 
Golden, Colorado 80401 

M. D. Burdick 
Soil Conservation Service 
U. S. Department of Agriculture 
P. 0. Box 17107 
Denver, Colorado 80217 

Salvadore Carpio 
Metropolitan State College 
250 West 14th Avenue 
Denver, Colorado 80204 

Joe D. Casillas, Director 
Office of Economic Opportunity 
Federal Building - 1961 Stout Street 
Denver, Colorado 80202 



512 

PARTICIPANTS - 122 

George Chavez 
Rotation Engineer 
c/o Bureau of Reclamation 
Box H 4377 
Amarlllo, Texas 79101 

Randall T. Chew III 
Garrett Research and Development Company 
La Verne College 
1950 Third Street 
La Verne, California 91750 

Sandra Clark 
U. S. Geological Survey 
345 Mlddlefield Road 
Menlo Park, California 94025 

James £. Coats 
Brazos Oil and Gas Division 
Dow Chemical Company 
P. 0. Box 3387 
Houston, Texas 77001 

Howard J. Cohan 
Bureau of Reclamation 
Engineering and Research Center 
Room 1 - Building 56 
Denver Federal Center 
Denver, Colorado 80225 

Charles W. Cole 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

J. R. Coleman 
East High School 
1545 Detroit Street 
Denver, Colorado 80207 

Leon Cook, President 
National Congress of American Indians 
Office of Urban Affairs 
Minneapolis Public Schools 
5016 - 13th Avenue So. 
Minneapolis, Minnesota 55417 

John C. Cooney 
Environmental Research Corporation 
2769 S. Highland Drive 
Las Vegas, Nevada 89109 

William D. Copeland 
Colorado School of Mines 
Golden, Colorado 80401 

Joe L. Copes 
Commission on Geography and Afro-America 
Dept. of Geography 
The University of Michigan 
Ann Arbor, Michigan 48104 

Lorraine Cornelius 
American Indian Movement 
1346 Connecticut Avenue NW 
Washington, D. C. 20036 

Henry R. Cornwall 
U. S. Geological Survey 
345 Mlddlefield Road 
Henlo Park. California 94025 

A. S. Cotera 
Northern Arizona University 
Flagstaff, Arizona 86001 

David Crawford 
Mayor of Golden 
911 10th 
Golden, Colorado &0401  • 

Dorothy Curtis 
Biological Sciences Curriculum Study 
P. 0. Box 930 
Boulder, Colorado 80302 

R. F. Dauffenbach 
Kerr-McGee Corporation 
P. 0. Box 218 
Grants, New Mexico 87020 

Edward 5. Davidson 
Smithsonian Institution 
Washington, D. C. 20560 

Herb Davis 
North High School 
2960 North Speer Boulevard 
Denver, Colorado 80211 



513 

PARTICIPAKTS - 123 

Ullllam A. Davis 
Hilltop Community Church 
Rt. 1 Box 751 
Franktown, Colorado 80116 

Jlnmi DeShlelds 
University of Massachusetts 
AmhersC, Massachusetts 01002 

Richard C. Dlttman 
U. S. Bureau of Reclamation 
ROOD 740 - Building 67 
Denver Federal Center 
Denver, Colorado 80225 

H. Roberta Dlxon 
U. S. Geological Survey 
Building 53 
Denver Federal Center 
Denver, Colorado 80225 

Bruce R. Doe 
U. S. Geological Survey 
Building 21 
Denver Federal Center 
Denver, Colorado 80225 

S. H. Donenico 
Amoco Production Company 
Box 591 
Tulsa, Oklahoma 74102 

Spencer Donaldson 
Collective Economics, Inc. 
211 Reed Street 
Philadelphia, Pennsylvania 19146 

Tyrus B. Dover 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

Eutlmlo Durand 
Denver Public Schools 
414 - 14th Street 
Denver, Colorado 80202 

George Dwyer 
U. S. Civil Service Comnlsslon 
Building 20 
Denver Federal Center 
Denver, Colorado 80225 

Stanley Edelsteln 
Veterans' Administration 
Denver Federal Center 
Denver, Colorado 80225 

J. A. Ellingson 
Fort Lewis College 
Durango, Colorado 81301 

John F. Emerson 
Union Carbide 
P. 0. Box 1049 
Grand Junction,Colorado 81501 

Peter Fenner 
Governors State University 
Park Forest South, Illinois 60466 

Quentin File 
Amoco Production Company 
Box 591 
Tulsa, Oklahoma 74102 

Edward G. Fisher 
Colorado School of Mines 
Golden, Colorado 80401 

D. E. Fletcher 
Signal Oil and Gas Company 
1010 Wllshire Blvd. 
Los Angeles, California 90017 

John Florez 
Special Asst. to the President 
The National Urban Coalition 
2100 M Street, NW 
Washington, D.C. 20037 

Linda Flueckinger 
Kansas State Geological Survey 
University of Kansas 
Lawrence, Kansas 66044 

S. D. Foreman 
Colorado School of Mines 
Golden, Colorado 80401 

Carl Fom 
U. S. Geological Survey 
5950 Hclntyre 
Golden, Colorado 80401 

Sue Foust 
Building 25 Denver Federal Center 
U. S. Geological Survey 
Denver, Colorado 80225 



514 

PARIICIPANTS - 124 

Harold L. Fotherglll 
Union Oil Co. of California 
P. 0. Box 7600 
Los Angeles, California 90051 

James Frazier 
Director of Civil Rights 
Dept. of Transportation 
400 7th Street SW 
Washington, D. C.  20590 

James Freelon 
Bureau of Indian Affairs 
1951 Constitution Avenue NW 
Washington. D.C. 20242 

Diane Funmaker 
American Indian Movement 
1346 Connecticut Avenue NW 
Washington,D. C. 20036 

John R. Galnes 
The Anaconda Company 
25 Broadway 
New York, N. Y. 10004 

Claude N. Gallegos 
Colorado State University 
Ft. Collins, Colorado 80521 

All El Gamma1 
National Institute of Safety and Health 
Hellopalles, Liberty P. 0. 
Cairo, Egypt 

Marvin Ghostbear 
American Indian Movement 
Pine Ridge, South Dakota 57770 

Paul Gill 
Brazos Oil and Gas Division 
Dow Chemical Company 
P. 0. Box 3387 
Houston, Texas 77001 

Robert Gillette 
SCIENCE Magazine 
1515 Massachusetts Avenue NW 
Washington, D. C. 20005 

Mack Gipson, Jr. 
Department of Geology 
Virginia State College 
Petersburg, Virginia 23803 

Theodore P. Cleiter 
National Oceanic and Atoospherlc Adain. 
Rockville, Maryland 20852 

Charles C. Gomez 
Environmental Protection Agency 
Lincoln Towers, Suite 900 
1860 Lincoln Street 
Denver, Colorado 80203 

Manuel Gomez 
U. S. Bureau of Mines 
Room 2711, Building 20 
Denver Federal Center 
Denver, Colorado 80225 

Fidel Gonzalez 
League of United Latin American Citizens 
8811 Universe Street 
Westminster, California 92683 

Dorothy Gorton 
Veterans Administration 
Building 20 
Denver Federal Center 
Denver, Colorado 80225 

Dale C. Gough 
National Oceanic and Atmospheric 
Administration 
Boulder, Colorado 80302 

Edmund J. Grant 
Asst. Director for Administration 
U. S. Geological Survey 
Washington, D. C. 20242 

Ralph A. Gullett 
U. S. Bureau of Reclamation 
Building 57 
Denver Federal Center 
Denver, Colorado 

Judith L. Hamilton 
Assoc. of Engineering Geologists 
7391 W. 38th Avenue 
Wheatrldge, Colorado 80333 



516 

PARTICIPANTS - 125 

James  L.   Hanson 
U.   S.   Geological  Survey 
Building  25 
Denver  Federal Center 
Denver,  Colorado 80225 

John D.  Haun 
Colorado School of Mines 
Golden,  Colorado 80401 

Ralph Hay 
U.   S.   Bureau of Mines 
Building 20 
Denver  Federal  Center 
Denver,  Colorado 80225 

Walter U.   Hays 
Environmental  Research Corporation 
2769  S.   Highland Drive 
Las Vegas,   Nevada 89109 

John H. Healy 
U. S. Geological Survey 
345 Hlddlefleld Road 
Henlo Park, California 94025 

Roland G. Henderson 
U. S. Geological Survey 
Blair Building 
Silver Spring, Maryland 20907 

Thomas A. Hcndrlcks 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

Malcolm T. Hepworth, Chairman 
Chem. Eng. & Metallurgy Programs 
Space Science Building 
University of Denver 
Denver, Colorado 80210 

C. H. Hewitt 
Marathon Oil Company 
P. 0. Box 269 
7400 S. Broadway 
Littleton, Colorado 80122 

Louise Hobbs 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

Warren Hobbs 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

F. M. Holdaway 
U. S. Bureau of Reclamation 
Room 5 - Building 56 
Denver Federal Center 
Denver, Colorado 80225 

F. D. Holland, Jr. 
Council on Education in the Geological 
Sciences 
American Geological Institute 
2201 M Street NW 
Washington,D. C. 20037 

R. A. Hollenberg 
Pennzoil Company 
900 S. W. Tower Building 
Houston, Texas 77002 

Ralph C. Holmer 
Society of Exploration Geophysicists 
Dept. of Geophysics 
Colorado School of Mines 
Golden, Colorado 80401 

Anthony Homyk, District Chief 
U. S. Geological Survey 
P. 0. Box 340 
Rolla, Missouri 65401 

Linn Hoover 
American Geological Institute 
2201 M Street NW 
Washington, D. C. 20037 

C. H. Horn 
U.S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 



516 

PARTICIPANTS - 126 

J. J. Huntec 
Phillips Petroleum Company 
S18 Frank Phillips Building 
Bartlesvllle, Oklahoma 74004 

Benjamin L. Hunton 
U. S. Bureau of Mines 
Room 4A29 
Department of the Interior 
Washington, D. C. 20240 

Bubba Jackson 
Colorado Urban League 
2823 Welton Street 
Denver, Colorado 80205 

Rev. Jease Jackson 
Operation PUSH 
P. 0. Box 5432 
Chicago, Illinois 60680 

J. R. Jackson, Jr. 
Humble Oil & Refining Company 
Box 2180 
Houston, Texas 77001 

Edward R. Jacobsen 
The Anaconda Company 
P. 0. Box 11309 
Tucson, Arizona 85706 

B. E. Jeffries 
Atlantic Richfield Company 
P. 0. Box 2819 
Dallas, Texas 75221 

William F. Jlrikowic 
Skelly Oil Company 
1860 Lincoln Street 
Denver, Colorado 80203 

Daniel Jobin 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

Charles E. Johnson 
U. S. Bureau of Reclamation 
Room 740 - Building 67 
Denver Federal Center 
Denver, Colorado 80225 

Harold E. Johnson 
Kennecott Copper Corporation 
161 East 42nd Street 
New York, N. Y. 10017 

Rich Joko 
Earth Science Educational Prograa 
P. 0. Box 1559 
Boulder, Colorado 80302 

Col. Hubert L. Jones 
Colorado Urban League 
2823 Welcon Street 
Denver, Colorado 80205 

Norma Jones 
K W G N Television Channel 2 
550 Lincoln Street 
Denver, Colorado 80203 

William J. Jones 
National Oceanic and Atmospheric 
Administration 
Geomagnetic Data Division 
RV 2, Room 108 
Boulder, Colorado 80302 

Athenia Kelley 
Foothills College - 12345 El Monte Ave. 
Los Altos, California 94025 

Phyllis Kerns 
U. S. Bureau of Reclamation 
Building 67 
Denver Federal Center 
Denver, Colorado 80225 

Willie T. Kinoshita 
U.S. Geological Survey 
345 Mlddlefield Road 
Henlo Park, California 9402S 

Stephen P. Kirby 
U. S. Forest Service 
Denver Federal Center 
Denver, Colorado 80225 

T. H. Kuhn 
Colorado School of Mines 
Golden, Colorado 80401 



517 

PARTICIPANTS - 127 

Ray Kruca 
North High School 
2960 North Speer Boulevard 
Denver, Colorado 80211 

L. Kumamoto 
Colorado School of Mines 
Golden,  Colorado 80401 

James S.   Lakls 
Human Relations Department 
Polaroid Corporation 
730 Main Street 
Cambridge,  Massachusetts 02139 

William C.  Larrabee 
Gulf Mineral  Resources Company 
1780 South Bellalre  Street 
Denver,  Colorado 80222 

Melvln Lee 
American Indian Movement 
13A6 Connecticut Avenue NW 
Washington, D. C. 20036 

Robert Lepper 
Environmental Studies 
Earth Science Educational Program 
P. 0. Box 1559 
Boulder, Colorado 80302 

Virginia Lincoln 
National Oceanic and 
Atmospheric Administration 
Boulder, Colorado 80302 

Alyce Lindgren 
U. S, Bureau of Reclamation 
Building 67 
Denver Federal Center 
Denver, Colorado 80225 

John P. Lockwood 
U. S.Geological Survey 
34S Middlefield Road 
Henlo Park, California 94025 

Malcolm H. Logan 
U. S. Bureau of Reclamation 
Building 57, Code 254 
Denver Federal Center 
Denver, Colorado 80225 

John B. Lopez 
Colorado Office of Economic Opportunity 
1575 Sherman, Room 525 
Denver, Colorado 80203 

Uilliam G. Lunsford 
Friends Committee on National Legislation 
2027 Massachusetts Avenue NW 
Washington, D. C. 20036 

Jeanle Maes 
League of United Latin American Citizens 
8372 Navajo 
Denver, Colorado 80221 

Jennie Marlllo 
GSA 
Building 41 
Denver Federal Center 
Denver, Colorado 80225 

J. L. Martin 
Atlantic Richfield Company 
P. 0. Box 2819 
Dallas,Texas 75221 

Gloria Martinez 
Las Mujeres De League of United Latin 
American Citizens 
11701 W. 80th Avenue 
Arvada, Colorado 80002 

J. V. Martinez 
Research Laboratory 
Eastman Kodak Company 
1669 Lake Avenue 
Rochester, N. Y. 14650 

Frank Ma thews 
Colorado School of Mines 
Golden, Colorado 80401 

Guy T. McBrlde, President 
Colorado School of Mines 
Golden, Colorado 80401 

46-120 O - 75 - 34 



518 

PARTICIPANTS - 128 

Edward McCoy, Jr. 
Gulf Oil Company 
P. 0. Box 2100 
Houston, Texas 77001 

Ava Milhollin 
American Society of Civil Engineers 
925 So. Braun Drive 
Lakeuood, Colorado 80228 

Edgar J. McCullough, Jr. 
Department of Geosclences 
University of Arizona 
Tucson, Arizona 8S721 

Vincent E. McKelvey, Director 
U. S. Geological Survey 
Washington, D. C. 20242 

Maxine Millard 
U. S. Geological Survey 
Washington, D. C. 20242 

Mary H. Miller 
U. S. Geological Survey 
Denver Federal Center 
Denver, Colorado 80225 

T. E. McKlnney, Jr. 
United Negro College Fund 
55 E. 52nd Street 
New York, N. Y. 10022 

T. C. McLaughlin 
U. S. Geological Survey 
Denver Federal Center 
Denver, Colorado 80225 

Diane Means 
American Indian Movement 
1346 Connecticut Avenue NU 
Washington, D. C. 20036 

Cesar Flores Mendez 
Service, Employment, and 
Redevelopment 
Bay Area Construction Opportunity 
Program 
563 - 14th Street 
Oakland, California 94612 

Herbert Mills 
U. S. Geological Survey 
345 Mlddlefleld Road 
Menlo Park, California 94025 

Pete Mirelez, Director 
Div. of Migrant Labor & Programs 
for Spanish Speaking People 
Office of Economic Opportunity 
1200 19th Street NW 
Washington,D. C. 20506 

G. D. Mlttelstadt 
Cleveland-Cliffs Iron Company 
P. 0. Box 1211 
Rifle, Colorado 81650 

Edwin H. Montgomery 
U. S. Bureau of Land Management 
Building 50 
Denver Federal Center 
Denver, Colorado 80225 

D. Mesteth 
American Indian Movement 
1346 Connecticut Avenue MW 
Washington, D. C. 20036 

Leo Middleton 
Continental Oil Company 
1755 Glenani 
Denver, Colorado 80202 

Austin B. Milhollin 
American Society of Civil Engineers 
925 So. Braun Drive 
Lakewood, Colorado 80228 

Fernie Moore 
Community College of Denver 
Central Campus 
1201 Acoma 
Denver, Colorado 80223 

Patricia Moore 
Housing and Urban Development 
1961 Stout Street 
Denver, Colorado 80202 

Veronic L. Murdock 
National Congress of American Indians 
Colorado River Indian Tribes 
Rt. 1 Box 23-B 
Parker, Arizona 8S344 



519 

PARTICIPAMTS - 129 

Tom Murnan 
North High School 
2960 North Speer Boulevard 
Denver, Colorado 80211 

John F. Murphy 
U. S. Geological Survey 
Washington, D. C. 20242 

Walter Myles 
U. S. Geological Survey 
345 Middlefleld Road 
Menlo Park, California 94025 

M. P. Nackowski 
University of Utah 
Salt Lake City, Utah 84112 

Darlene Nichols 
American Indian Movement 
Pine Ridge, South Dakota 57770 

Robert Nichols, Jr. 
American Indian Movement 
Pine Ridge, South Dakota 57770 

Donna Noble 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Deaver, Colorado 80225 

Paul V. O'Hara 
Nebraska Catholic Conference 
521 South 14th Street 
Lincoln, Nebraska 68508 

M. Ollverez 
Cabinet Committee on Opportunities 
for Spanish Speaking People 
1707 H Street NW 
Washington, D. C. 20506 

Ferroo A. Olson 
American Society for Engineering 
Education 
University of Utah 
Salt Lake City, Utah 84112 

Sebastian Owens 
Denver Urban League 
1375 Delaware Street 
Denver, Colorado 80204 

Rupert P. Padllla 
Interstate Research Associates 
910 - 16th Street 
Denver, Colorado 80202 

Lincoln R. Page 
U. S. Geological Survey 
80 Broad Street 
Boston, Massachusetts 02210 

Helen Pakiser 
Perry Pines Route 1 
Sedalia, Colorado 80135 

L. C. Pakiser 
U. S. Geological Survey 
Room 2294, Building 25 
Denver Federal Center 
Denver, Colorado 80225 

Charles "Moose" Panp 
National Indian Youth Council 
324 N. Pine Street 
Lansing, Michigan 48900 

Mr. Lutrelle F. Parker 
Office of Minority Business Enterprise 
U. S. Patent Office 
2016 S. Filmore Street 
Arlington, Virginia 22204 

Irene Paulsen 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

Leonard Peltier 
American Indian Movement 
3328 W. Lisbon Avenue 
Milwaukee, Wisconsin 53208 

Wayne L, Peterson 
Utah International, Inc. 
550 California Street 
San Francisco, Calif 94104 

Ronald Petite 
American Indian Movement 
1346 Connecticut Avenue 
Washington,D. C. 20036 



520 

PAKTICIPANTS - 130 

Jurgen G. Pohly 
National Aeronautics and 
Space Administration 
Washington,D. C. 20545 

Al Polls 
Consolidation Coal Co., Inc. 
7895 E. Prentice Avenue 
Littleton, Colorado 80120 

Norma Pollvema 
U. S. Geological Survey 
601 E. Cedar Avenue 
Flagstaff, Arizona 86001 

T. M. Potts 
Humble Oil and Refining Company 
P. 0. Box 2180 
Houston, Texas 77001 

Herb Powless 
American Indian Movement 
431 North 27th Street 
Milwaukee,Wisconsin 53208 

Frank Press 
Dept. of Earth and Planetary 
Sciences 
Massachusetts Institute of Technology 
Cambridge, Massachusetts 02139 

N. Pundari 
Gulf Oil Corporation 
1780 So. Bellalre 
Denver, Colorado 80222 

Peggy Qulntana 
League of United Latin American Citizens 
4875 Zunl 
Denver, Colorado 80221 

C. Rainwater 
Veterans' Administration 
Denver Federal Center 
Denver, Colorado 80225 

Nick Ramirez, Jr. 
League of United Latin American 
Citizens 
30-750 San Diego Drive 
Palm Springs, California 92262 

Mrs. Nannette Rease 
East High School 
1545 Detroit Street 
Denver, Colorado 80205 

Philip A. Reed 
1332 Chase Street 
Lakewood, Colorado 80214 

Richard E. Rhoades 
Phelps Dodge Corporation 
Ajo, Arizona 85321 

J. T. Rice 
Signal Oil and Gas Company 
1010 Wilahire Boulevard 
Los Angeles, California 90017 

Wlllian H. Rima, Director 
U. S. Civil Service Commission 
Building 20 
Denver Federal Center 
Denver, Colorado 80225 

John S. Rlnehart 
National Oceanic and Atmospheric 
Administration 
Boulder, Colorado 80302 

Miguel Rlos 
Calif. State Polytechnic College 
Physics and Earth Sciences Department 
Pomona, California 91752 

Marcel Rivera 
U. S. Forest Service 
Building 85 
Denver Federal Center 
Denver, Colorado 80225 

Peter Robinson 
Society of Vertebrate Paleontology 
Univ. of Colorado Museum 
Boulder, Colorado 80302 

Thomas Rodriguez 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 



521 

PARTICIPANTS - 131 

Tom Rollins 
Fennzoil International 
900 S. U. Tower Bldg. 
Houston, Texas 77002 

William D. Romey 
Earth Science Educational Program 
P. 0. Box 1559 
Boulder, Colorado 80302 

Eugene H. Roseboom, Jr. 
U. S. Geological Survey 
Washington, D. C. 20242 

Reuben J. Ross, Jr. 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

John T. Rouse 
American Association of Petroleum 
Geologists 
2026 Pryor Lane 
Billings, Montana 59102 

R. Dana Russell ' 
American Geological Institute 
P. 0. Box 357 
Estes Park, Colorado 80517 

John M. Ryan 
Utah International, Inc. 
550 California Street 
San Francisco, California 9410A 

Pat Salazar 
Housing and Urban Development 
Federal Building 
19th and Stout 
Denver, Colorado 80202 

Manuel J. Salinas, Jr. 
Community Relations Service 
U. S. Department of Justice 
1823 Stout Street, Room 278 
Denver, Colorado 80202 

Katherine Saltzman 
c/o Earth Science Educational Program 
P. 0. Box 1559 
Boulder, Colorado 80302 

Norma Samano 
League of United Latin American Citizens 
8320 Zuni Street 
Denver, Colorado 80221 

Robert Samples 
Earth Science Educational Program 
P. 0. Box 1559 
Boulder, Colorado 80302 

Don W. Schafroth 
California State Polytechnic College 
3801 W. Temple 
Pomona, California 91768 

Robert W. Schnabel 
U. S. Geological Survey 
Building 53 
Denver Federal Center 
Denver, Colorado 80225 

Rudy R. Schwarzer 
Texas Southern University 
3722 Merrick 
Houston, Texas 77025 

Richard A. Scrlbner 
American Association for the Advancement 
of Science 
1515 Massachusetts Ave., NW 
Washington,D. C. 20005 

The Rev. Thomas Sepulveda 
United Methodist Church and Denver 
General Hospital 
249 West 6th Avenue 
Denver, Colorado 80204 

N. R. Serbu 
U. S. Geological Survey 
Building 63 
Denver Federal Center 
Denver, Colorado 80225 

Barry 0, Seymour 
Dept. of Earth & Environmental Science 
Queens College 
116 - 22 148th Street 
So. Ozone Park, N. Y. 11436 



522 

PARTICIPANTS - 132 

Virginia L. Sharp 
Battelle Columbus Laboratory 
505 King Avenue 
Colunbus, Ohio 43201 

Irene W. Sharpe 
U. S. Bureau of Reclamation 
E and R Center 
P. 0, Box 25007 
Denver Federal Center 
Denver, Colorado 80225 

Edward E. Shelton 
Equal Employment Opportunity 
Dept. of the Interior 
Washington, D. C. 20240 

James W. Skehan, S. J. 
National Association of Geology 
Teachers 
Devlin Hall, Room 408 
Boston College Environmental Center 
Chestnut Hill, Massachusetts 02167 

Eugene Skenandore 
American Indian Movement 
1346 Connecticut Avenue NW 
Washington,D.C. 20036 

Marvin Skougstad 
U. S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

Francis E. Smiley 
Dean of Students 
Colorado School of Mines 
Golden,Colorado 80401 

Vertie C. Smith 
D.S. Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 80225 

Allan E. Snyder 
Kennecott Copper Corporation 
161 E. 42nd Street 
New York, N. Y. 10017 

A. F. Spilhaus, Jr. 
American Geophysical Union 
1707 L Street NW 
Washington, D. C. 20036 

Charla Stewart 
Environmental Protection Agency 
Lincoln Tower Building 
1860 Lincoln Street 
Denver, Colorado 80203 

Richard A. St. John 
N. L. Industries, Inc. 
5950 Mclntyre Street 
Golden, Colorado 80401 

Shirley J. Stokes 
Bureau of Reclamation 
Engineering and Research Cenuer 
P. 0. Box 25007 
Denver Federal Center 
Denver, Colorado 80225 

Carla Stone 
Henry Krumb School of Mines 
Columbia University 
Room 811 Seeley Mudd Building 
New York, N. Y. 10027 

Cecil Smith 
Getty Oil 
2979 Richards Street 
Salt Lake City, Utah 84115 

William H. Strang 
American Petroleum Institute 
1801 K Street NW 
Washington, D. C. 20006 

Joseph B. Smith 
American Institute of Mining, 
Metallurgical and Petroleum Engineers 
U.S. Bureau of Mines 
Denver Federal Center 
Denver, Colorado 80225 

Tom Sullivan 
Society of Petroleum Engineers of AIME 
6200 North Central Expressway 
Dallas, Texas 75206 



523 

PARTICIPAMTS - 133 

Ted Sumlda 
U. S. Geological Survey 
3A5 Middlefleld Road 
Menlo Park, California 94025 

Vernon £. Swaneon 
U. S. Geological Survey 
Building 23 
Denver Federal Center 
Denver, Colorado 80225 

Henry A. Talbert 
National Urban League 
4055 Wilshlre Blvd. 
Los Angeles, California 90010 

Dennis Taniguchl 
National Youth Program 
Japanese American Citizens League 
Department of Earth Sciences 
Applied Science Building 
University of California, Santa Cruz 
Santa Cruz, California 95060 

E. 0. Taulbee, HI 
Sun Oil Company 
P. 0. Box 2880 
Dallas,Texas 75221 

Michael Taylor 
ARD Education Self-Help Center 
1650 Point Breeze Avenue 
Philadelphia, Pennsylvania 19145 

C. G. Tebelman, Jr. 
Bethlehem Steel Corporation 
Bethlehem, Pennsylvania 18016 

T. W. Ten Eyck 
Department of Natural Resources 
1845 Sherman 
Denver, Colorado 80203 

Robert Terrazas 
U. S. Geological Survey 
BuUdlng 25 
Denver Federal Center 
Denver, Colorado 80225 

Mr. Carol M. Thomas 
Office of Civil Rights and Urban Affairs 
Environmental Protection Agency 
401 M Street NU, Room 3220 I 
Washington,D. C. 20460 

John Thompson 
Earth Science Educational Program 
P. O.Box 1559 
Boulder, Colorado 80302 

G. N. Thorsky 
U. S. Bureau of Reclamation 
Building 67 
Denver Federal Center 
Denver, Colorado 80225 

William Thurston 
U. S. Geological Survey 
Washington, D. C. 20242 

Rev. Joseph B. Torres 
Regis College 
W. 50th and Lowell Blvd. 
Denver, Colorado 80401 

L. G. Truby 
El Paso Natural Gas Company 
P. 0. Box 1492 
El Paso, Texas 79978 

Allen D. Trujillo 
Kennecott Copper Corporation 
Hurley, New Mexico 88043 

Edmund Trujillo 
U. S. Civil Service Commission 
Building 20 
Denver Federal Center 
Denver, Colorado 80225 

Larry Trujillo 
North High School 
2960 North Speer Boulevard 
Denver, Colorado 80211 

Wade W. Turnbull 
Humble Oil and Refining Company 
P. 0. Box 2180 
Houston, Texas 77001 



524 

PARTICIPANTS - 13A 

D. K. Unvert 
Marathon Oil Company 
539 S. Main Street 
Flndlay, Ohio 45840 

Antonio J. Urioste 
U.S. Bureau of Mines 
Building 53 
Denver Federal Center 
Denver, Colorado 80225 

Bernard Valdez 
Denver Department of Welfare 
320 West Eighth Avenue 
Denver, Colorado 80204 

Alvln Van Valkenburg 
U. 5. Bureau of Mines 
Department of the Interior 
Washington, D. C. 20240 

Salvador F. Varela 
National Education Association 
2819 Altura Avenue 
El Paso, Texas 79930 

Maurice Velasquez 
ConsDlssion on Community Relations 
431 W. Colfax 
Zook Building, Suite 500 
Denver, Colorado 80204 

Peter Verukl 
Bet.hlehem Steel Corporation 
Bethlehem, Pennsylvania 18016 

Clyde Wahrhaftig 
Dept. of Geology and Geophysics 
University of California 
Berkeley, California 94720 

Hugh £. Walte 
Chevron Oil Company 
Box 599 
Denver, Colorado 80201 

W. E. Warnke 
U. S. Bureau of Mines 
3610 Interior Building 
Washington. D. C. 20240 

Warren Washington 
National Center for Atmospheric Research 
1850 Table Mesa Drive 
Bouldei, Colorado 80302 

Ola B. Watford 
Dept. of Commerce - NCAA 
RB - 2 Room 154 
Boulder, Colorado 80302 

Caroline A. Watkins 
Room 1213 - Building 25 
U. S.Geological Survey 
Denver Federal Center 
Denver, Colorado 80225 

Reace Watkins 
National Black Science Student Organiution 
The City College of the City 
University of New York 
Flnley Student Center 
133rd Street and Convent Avenue 
New York, N. Y. 10031 

Victor Watkins 
U. S. Bureau of Reclamation 
Building 67 
Denver Federal Center 
Denver, Colorado 80225 

Dennis Watllngton 
East Harlem Federation Youth Association 
2247 Second Avenue 
Harlem, N. Y. 10029 

Wellington Webb 
Colorado State University Manpower Lab. 
50 West 5th Avenue 
Denver, Colorado 80204 

Robert J. Welmer 
Society of Economic Paleontologists and 
Mineralogists 
Colorado School of Mines 
Golden, Colorado 80401 

Dorothy G. White 
U, S.GeologicalSurvey 
Building 25 
Denver Federal Center 
Denver, Colorado 



525 

FAKIICIFANTS - 135 

J. E. White 
Society of Exploretlon Geophyslclsts 
Colorado School of Mines 
Golden, Colorado 80401 

Grant V. Wlckard 
Denver Public Schools 
Bryant Street Center 
Denver, Colorado 80205 

Prof. Roland Wiggins 
Operation PUSH 
P. 0. Box 5432 
Chicago, Illinois 60680 

Adolph T. Wilbum 
National Academy of Sciences 
2101 Constitution Avenue SW 
Waahlngton. D. C. 20418 

Dolores Wilson 
U. S, Geological Survey 
Building 25 
Denver Federal Center 
Denver, Colorado 8022S 

Frederick A. Wilson 
New York City Fire Department 
736 Washington Avenue 
Brooklyn, New York 11238 

Kay Wilson 
U. S. Civil Service Commission 
Building 20 
Denver Federal Center 
Denver, Colorado 80225 

Harcla G. Wilson 
U. S. Geological Survey 
345 Mlddlefleld Road 
Henlo Park, California 9402S 

Allen S. Winters 
The New Jersey Zinc Company 
Oilman, Colorado 81634 

Roger C. Wolff 
U. S.Geological Survey 
229 AT 
Washington, D. C. 20242 

Russell L. Wood 
The New Jersey Zinc Company 
3838 Lincoln Parkway West 
Allentown, Pennsylvania 18104 

Robert Wright 
National Association for the 
Advancement of Colored People 
260 Key Building 
518 Grand Avenue 
Des Holnes, Iowa 50309 

Earl Young 
University of Colorado Cooperative 
Education Program 
Administration Annex 174 
Boulder, Colorado 80302 

William Youpee 
National Tribal Chairmen's Association 
Ft. Peck Reservation 
Box 427 
Poplar, Montana 59255 

aro M*>tio 



526 

ExraBiT 8 

Di:i>/>in.ii:;.'T ot Tix i;;'.'i iiou 

r^anii'los of D'-.r(;au Accf)~ipljshnir:it.r. in Implon^nl i iirj the 

 Su.'nisii-rj^QaV.inq I'ri<ir-ni  

The Bureau of Sport Fji^horics .ind VJildlifc is 

engaged v.-ith the University of New riexico in a cooperative 

education endeavor designed to provide nore wor);-ctudy 

o|>;jortunitits for Sp.Tnirrh-Sii'jcXiiKj stud'-nts. The   firot 

student idi-r.tifiod bcyan work experience during the 

1974 spring term.  The Kational Park Service has 

Spanish-Sponking cooperative education students at the 

University of Texas, El Paso; Now lioxico Highlands 

University; and Texas All.  Gcologic.il Survey is assisting 

students at San Jose State College v.hilo the Turoau of 

Land ManagciT-.ent has six Epanish-Speahing sLudcnts from 

the University of Colorado engaged in its cooperative 

education program. 

Under the Intergovernmental Personnel .-.ct, U.S. 

Geological Survey has assigned a Geologist full-time to 

New ficxico Iligiilands U.-.ivrrsity, 'vhicli has a prcdoniinzi.-itly 

Spanish-S:/eai;ir.g student population.  Torvcy, in 

connection v.'ith its .'^:.nority Farticipct-ion in farth Sciences 

Progran, a.lso provided an in;;Ur'Jctor fc r a course in 

Surveying. 

The Geological Survey presented a lecture series 

entitled "Ceology and the Environment" at Fort L'^v;is 

College and Southern Colorado State College during the 

.•spring s--n.:sLor of 1973.  Tjje colli.9'_s participating in 
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the fiscal yi.nr 1974 lecture strU": arc Acioms Ctrtc 

Collcye in .'0,-i!.;osa, Colorado, an'! :!'tropoli tan nt-.-'tc 

College in Denver, both having  liiigo Span* s'n-Sr'Cnking 

enrollments.  Ten Survey earth r,cicntists roncluct the 

lectures. 

The Ccolc^ical Survey Earth Hi-i ncc rxhi'^its Trailer 

toured collcsos and high schools .-'.crcsc the co.intry v;: th 

predominate enrollir.onts of minority group ir.irbers to 

bring the pocsibilitios of earth Fcicnce careers to 

the attention of groups of i^ooplc r.ot tjcncrnliy aware 

of Gucli cr.reers. 

The National Park Service cto. i_ra!.cd .ith the Civil 

Service Cor-'-iivision to hold EEO end Eixtcsri-rcint rrc';ram 

training courr.cs at Albright Training Center, Grand Canyon, 

Arizona on Septcnber 2S-27, 1973.  Furtlicrmorc, the 

National Park Service invited J'r.   IJiainio Costalos, 

Director, SpaniEh-S-e.-''.\ng Program, CSC, to participate 

in its cro .V:<-.i-c-noES '.:.ok h-Jld in '.-ivshinrton, D.C. fro-n 

March 25-29.  .Mthou.-h the proornni v.as hold for Park 

Service enplo^cas ir.,">ny other Departnont cr.plcyecs p;.rticip.^tfrd 

in the progra:?.. 

The Kining EnforL-excnt and Safety /".dir.ir.istrjtion con- 

ducted a nationwide r inority recruit! :^nt c.-Tvaign 

dcsitincd to attract applicants including Spanish-Speakirig 

a:id other ninorities into positions of nctal and non-mcta] 

r.d-val .'•:':•.; T.ispcctors.  Kecruj'.; nt te;.r.is, includinc 
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Spnnish-Si'.:;i):ing employees v;ont to Arizona, Colorado, 

Utah, Cal'iornia, t.'cvada. New iioxico nncl Tc.vas. 

Rocruitmcnt advertiscmc-nts were used in a number of local 

ncv.-rpapors iind the rocruitn^nt cfTort vas publicized on 

locol radio stations in crons vi.-itod \;ith a sionificant 

'minority M.-lience. 

The /.Jbuquerque r.ic/ional Office, Bureau of Sport 

Fisheries End Wildlife has filled three positions 

identified as requiring an incvr.bent v;ith a knowledge 

of Spanish.  These positions are: a GS-9 Fish & Wildlife 

Biolcjist; a CS-A   Clerk-Stcnocrcpivir; nnd a GG-4 Receptionist 

Inforraticn Clerk.  TiiO incumbents of t-o of these 

positicns are Spanish-Surnamed. 

The Bonncville Po-ar •idministration h^s appointed 

a teacher from iit. Kood College for the summer months 

at orade G~-9.  The purpose of the c.T.oloymont is to 

expose this Spanish-Surncinod tsacher to the occupntions 

utilized by Eonnoville Pov.-or ."'nrl    proviJe him better 

insight into the mission of the organization.  In 

addition, ho is v?ork:ng on an o-;;;loy!T^nt ^Publication 

vhich v;ill be published in both English and Spanish. 

The Bonneville Power .^r^inistr.•ltiorl also has hired a 

GS-9 Equal Opportunity Specialist v;ho is Spanish-Speaking. 
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Tho Portland Federal Executive Board sponsored 

a one-day cDnference on Equality of Opportunity for 

SpaniEh-r;-caking in Public Employmant in May and another 

in July.  The Administrator and other top manayemont 

vafficials o: Eonneville Po'or /'.dnini strati on participated 

in these conferences.  The Spanish-Sppal:ing Program 

Coordinator for BPA was instrumental in developing the 

conference. 
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